
BLS Contract Collection – Metadata Header 

This contract is provided by the Martin P. Catherwood Library, ILR School, 
Cornell University. The information provided is for noncommercial educational use only. 

Some variations from the original paper document may have occurred during the 
digitization process, and some appendices or tables may be absent. Subsequent 

changes, revisions, and corrections may apply to this document. 

For more information about the BLS Contract Collection, see 
http://digitalcommons.ilr.cornell.edu/blscontracts/ 

Or contact us: 
Catherwood Library, Ives Hall, Cornell University, Ithaca, NY 14853 

607-254-5370 ilrref@cornell.edu 

Contract Database Metadata Elements (for a glossary of the elements see -
http://digitalcommons.ilr.cornell.edu/blscontracts/2/) 

Title: Dunlop Tire Corporation and United Steelworkers of America (USWA), AFL-
CIO-CLC Local 915 (1997) 

K#: 1913 

Employer Name: Dunlop Tire 

Location: AL Huntsville 

Corporation 

Union: United Steelworkers of America (USWA), AFL-CIO-CLC 

Local: 915 

SIC: 3011 

Sector: P 

Effective Date: 08/01/97 

Number of Pages: 218 

NAICS: 326211 

Number of Workers: 1600 

Expiration Date: 04/23/00 

Other Years Available: N 

For additional research information and assistance, please visit the Research page of 
the Catherwood website - http://www.ilr.cornell.edu/library/research/ 

For additional information on the ILR School, http://www.ilr.cornell.edu/ 

http://digitalcommons.ilr.cornell.edu/blscontracts/
mailto:ilrref@cornell.edu
http://digitalcommons.ilr.cornell.edu/blscontracts/2/
http://www.ilr.cornell.edu/library/research/
http://www.ilr.cornell.edu/




6^EfJD€U 
INDEX 

SUBJECT 
ADMINISTRATIVE POIJCIES-

WAGEPIAN 
Dun lop Standard Hour Plan 
Operdtoi'S Given Three (3) Woi-k Day Notice 

of Issuance of Standards 
A. E.I. R. Calculation 
A.E.I.R. Payment 
Off Standard Employees 
Utility 
Works Oveitime on Job Other Than Own 
Crew Station Average 
Instruction of Another Operator 
Experimental and Developmental Work 
Temporary Transfer 
Operator Out-of-Stock 
Payment for Time Lost Due to Mechanical 

Breakdown or Stock Conditions 
Payment for Oft-Standard Incentive Work 
Payment for Meetings Requested Before or 

After Working Hours 
Auxiliary Rate 
Re-cstabl ishing A. EI ,R. 
AMENDMENT AND TERMINATION 
ARBITRATION PROCEDURE 
Pennanenl Arbitration Panel 
Decision Within Thirty Days 
A.SXH.E. 
BUIJJiTIN BOARDS 
CHANGE OF PERSONNEL 
CLEANUP ALLOWANCE 
COMPENSATION CASE HEARING PAY 
COMPUTATION OF THE ASTHE 

FOR THE WORK WEEK 
COPIES OF AGREEMENT TO 

EMPIJOYEES 

SECTION 

7.03 
7.03 

7.03(C)(3) 
7.03(E) 
7.03 
7.03(J) 
7.03(K) 
7.03(E) 
7.03(M) 
7.03(N)(1) 
7.03(N)(2) 
7.03(N)(3) 

PAGE 

44 
44 

45 
45 
45 
46 
46 
47 
47 
47 
47 
47 

7.03(N)(3)(c) 48 

7.03(0) 
7.03(P) 

7.03(Q) 
7.03(R) 
7.03(S) 
12.01 
5.04 
5.04(C)(2) 
5.04(E) 
7.05 
11.01 
5.01 
7.11 
7.15 

7.05 

11.04 

48 
49 

49 
50 
50 
120 
18 
19 
19 
53 
114 
13 
57 
64 

53 

115 

K* I™ 
*t oo &* 



DEPARTMENT AGREEMENTS 
DISCIPUNE AND DISCHARGE 
Serious Nature 
Expiration of Warning Notice 
Rights to Have Union Representation 
Unjust Suspension or Discharge 
Medical Certification 
DISQUALIFIED EMPLOYEES 
EMERGENCY CAIJsIN PAY 
EQUIPMENT AND TOOL 

RESPONSIBIIJTY 
FIUJNG A VACANCY-MAINTENANCE 

UNIT 
Eligibility 
Job Awards Effective Date 
FIUJNG A VACANCY-PRODUCT/ON 

UNIT 
Eligibility 
Job Awards Effective Date 
Job Posting 
Temporary Utility 
FIUJNG A VACANCY-TECHNICAL 

UNIT 
Eligibility 
Job Awards Effective Date 
Job Progression 
FIRST AID 
Payment Rate 
FUNERAL PAY 
GRIEVANCE COMMITTEE MEETINGS 
GRIEVANCE PROCEDURE 
Grievance Definition 
Company Liability 
Procedures for Union Representative 

in Grievance Investigation 
Employees Right to be Present 
Time Limits 
Stamped Final 
No Precedent Value 

11.10 
3.02 
3.02(B) 
3.02(E) 
3.02(F) 
3.02(G) 
3.02(H) 
9.07 
7.13 

11.09 

9.02 
9.02(AXD 
9.02(AX2) 

9.03 
9.03(A)(1) 
9.03(A)(2) 
9.03(B) 
9.03(C) 

9.04 
9.04(A)(1) 
9.04(A)(2) 
9.04(B) 
7.09 
7.09 
7.18 
5.05 
5.03 
5.03(A) 

119 
7 
8 
9 
9 
9 
9 
89 
59 

119 

77 
77 
77 

80 
80 
80 
81 
82 

84 
84 
84 
85 
56 
56 
65 
20 
14 
14 

5.03(A)(2)(3) 14 

5.03(C)(0) 
5.03(F) 
5.03(G)(H) 
5.03(1) 
5.03CK) 

15 
17 
17 
17 
17 

ii 



HOUDAYPAY 
Designated Holidays 
Payment for Holidays 
During Vacation 
Employee Absent Before or After 
New Employees 
Two Consecutive Holidays 
Holiday Rills on Friday or Monday, 

Intervening Saturday not Scheduled 
Employees on Sick Leave Before or After 
Employees Laid Off iff Retired 
Employee's Death 
INJURY PAY 
JOB REDUCTION OR ELIMINATION 
JOB TRANSFER 
JOURNEYMAN CARDS 
JURY DUTY PAY 
LEAVE OF ABSENCE 
Armed Foa-es 
Personal 
Illness and Injury (Non-Occupaiionul) 
Occupational Injury or Illness 
Peace Corps 
Union 
Government 
Dunlop Employees Federal Credit Union 
Family and Medical Leave 
LUNCH PERIOD 
Twenty Minute Paid Lunch Period 
MANAGEMENT FUNCTIONS 
MEDICALLY RESTRICTED 

EMPLOYEES 
MILITARY SERVICE-PHYSICAL 

EXAMINATION 
MILITARY TRAINING 

7.14 
7.14(A) 
7.14(B) 
7.14(C)(1) 
7.14(C)(2) 
7.14(C)(3) 
7.14(C)(4)(a) 

7.14(C)(4)(b) 
7.14(C)(6) 
7.14(C)(8) 
7.14(C)(9) 
7.08 
9.09 
9.05 
11.03 
7.12 
9.11 
9.11(A) 
9.11(B) 
9.11(C) 
9.11(D) 
9..11(E) 
9.11(F) 
9.11(C) 
9.11(H) 
9. IK J) 
7.10 
7.10 
3.01 

9.06 

7.17 
7.16 

59 
59 
60 
61 
61 
61 
61 

62 
62 
63 
63 
55 
92 
88 
115 
58 
(00 
100 
100 
101 
101 
10! 
102 
102 
103 
103 
56 
56 
7 

88 

65 
64 

HI 



MINIMUM GUARANTEED AND 
BASE RATES 

Key Sheets 
Hiring, Transfer and Rate Progression 

(Production, Hourly) 
Rate Progression (Incentive Employees) 
Qualified Incentive Worker 
Employee Who Does Not Maintain 

Sttindard Performance 
New Hire Wage Progression 
Labor Grade Staiciure 
Job Descriptions 
Grievance to Arbitration 
NECESSARY REUEF 
NO STRIKE-NO WCKOUT-

NON-UABIUTY 
OUTSIDE CONTRACTORS 
OVERTIME DISTRIBUTION 
Utilizing Available Manpower 
Charging of'Overtime Hours 
Seven Day OITering/Sign-up System 
Five Day Offering/Sign-up System 
TirebuiJdJng Oul-of-Classification 
Utility Overtime 
Process Control Classification 
OVERTIME GENERAL RUUiS 
Cancellation ol'Overtime 
Overtime Rights After Transfer 
Utilizing Available Manpower 
Equalization of Overtime 
Overtime Eligibility 
Failing to Report Off Less Than 

One Hour 
Overtime Sign-up Sheet 
A Itemati vc Overtime Sign-up Sheet 
Complex Situation 

7.01 

7.01(A)(1) 

7.01(B) 

7.01(C) 

7.01(C)(2) 

7.01(C)(5) 

7.01(D) 

7.01(F) 

34 
34 

35 
36 
36 

37 
37 
39 

7.01(F)(2) (3X4) 39 

7.01(F)(5) 

11.06 

4.01 

11.07 

6.05 
6.05(A) 

6.05(B) 

6.05(C)(1) 
6.05(C)(2) 

6.05(D) 

6.05(E) 
6.05(F) 

6.06 
6.06(A) 

6.06(B) 

6.06(C) 
6.06(D) 

6.06(D)(1) 

6.06(DX2) 

6.06(E) 

6.06(E) 

6.06(E) 

39 
116 

10 
116 
24 
24 
25 
26 
26 
27 
27 
28 
28 
28 
28 
28 
29 
29 

29 
29 
30 
30 

!V 



Posting of Overtime Sigfl-up Sheet 
Shall Not Exceed Sixteen 

Consecutive Days 
Probe by Phone 
Errors 
Overtime Charts Zeroed 
Temporaiy Swap Shifts 
Training 
OVERTIME PREMIUM PA Y 
OVERTIME-SCHEDULED SIX (6) DA Y 

OPERATION (44,46,48 hour week) 
PAY PERIOD AND PA YDAY 
PAYMENT TO LOCA L UNION 

REPRESENTATIVES 
PLANTRUI£S 
PLANT SHUTDOWN WORK 
PLANT SHUTDOWN PERIODS 
RECALL 
RECOGNITION 
REDUCTION OF HOURS 
REPORTING-IN PAY 
SAFETY AND HEALTH 
SAFETY COMMITTEE 
SAFETY EQUIPMENT 
SENIORITY 
Definition 
Probationai;y Employees 
Employees Having Same Seniority Date 
Different Seniority Units 
Transferring from One Seniority Unit 

to Another 
Seniority Rights Terminated 
Definition of a Job 
Assignment or Reassignment of Job 
SHIFT, MACHINE, AREA OR 

STATION PREFERENCE 
SHIFT PREMIUM PAY 
SPIJT VACATION 

6.06(F) 

6.06(G) 
6.06(H) 
6.06(1) 
6.06(J)(I) 
6.06(K) 
6.06(L) 
7.06 

6.07 
6.04 

4.02 

8.03(E) 
8.03 
9.10 
1.01 
6.03 
7.04 
10.01 
10.02 
10.03 
9.01 
9.01(A) 
9.01(B) 
9.01(C) 
9.01(D) 

9.01(E) 
9.01(F) 
9.01(G) 
9.01(H) 

9.08 
7,07 
8.02 

30 

30 
31 
31 
32 
32 
32 
53 

33 
23 

1! 
209 
72 
71 
97 
2 
23 
52 
107 
108 
114 
73 
73 
73 
73 
74 

74 
74 
75 
76 

90 
54 
71 

V 



STANDARD DAY AND 
STANDARD WEEK 

STANDARD SHIFT STARTING TIME 
SUCCESSOR CIAUSE 
TIME CARDS 
TIME STANDARDS 
Establishment 
Time StandanJs-Guaraniee 
Union Time Study Representative Hours 
Time Study Disputes 
TOOL REI'IACEMENT 
TWELVE (12) HOUR WORK 

SCHEDUIM 
UNION DIVISIONS 
UNION FUNCTIONS 
UNION RESPONSIBIIJTY 
UNION SECURITY 
VACA TION PA YAND EUG1BIIJTY 
Eligibility 
Compulation 
Laid off. Resign, or Discharged 
Retirees 
Scheduled Saturday 
Split Week Vacation Pay 
WAGEAGREEMENT-HUNTSVILLE 

PLANT 1994-1997 
Cosi-ol'-Living Allowance Schedules 
Formula 
Guidelines 
Incorporation 
WORK BEYOND REGUIAR SHIFT 
WORK CONFINED TO BARGAINING 

UNIT 
WORK OUTSIDE THE EMPWYEES 

CLASSIFICATION 

6.01 
6.02 

1.01(C) 

11.05 

7.02 
7.02(A)(B) 

7.02(D) 

7.02(E)(3) 
7.02(F) 

11.08 

5.02 

2.01 

2.02 

1.02 
8.0) 

8.0I(A)(B) 

8.01(C) 

8.01(E) 

8.01(H) 

8.01(1X1) 
8.01(1X2) 

(0(A) 

(B) 
<C) 
(II) 
6.08 

11.02 

6.09 

21 
22 
2 

115 
40 
40 
41 
42 
43 
119 

• 208 

13 
6 
6 
3 
68 
68 
69 
70 
70 
70 
70 

121 
122 
123 
123 
125 
33 

US 

34 

VI 



MEMORANDAOF AGREEMENTS 
VlanoNft 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 

26 
27 

Plant Vacation Program 
Mechanical Work Required on Extruding Dies 
Janitorial Work by Outside Vendor 
Loading of Trucks in Warehouse 
Non-Powered Vehicle Maintenance 
Attendance Program & Reporting an Absence 
Attendance Review 
Temporary Alternate Duty 
COPE Check-Off 
All Classification Work Full Shifts 
Employee Assistance Program (EAP) 
Vacation Relief Employees 
Safety Committee Training 
New Equipment Classifications 
Health & Safety Program 
Stock Tnicker Ovenime (Job Station Assignments) 
Overtime Solicitation 
Grievance Arbitration 
Seven Day Operation 
Unnecessary Job Movemen! 
Commitment to Competitiveness 
Huntsville Standard Hour Plan (Tire Shop) 
Maintenance Unit Overtime 
Five Day Language 
Application of Holidays-Five Day Non-Continuous 
Schedule 
Plant-Wide Cents Per Pound Bonus Plan 
Successorship 

Page 
129 
132 
133 
133 
134 
135 
139 
140 
141 
142 
143 
144 
146 
146 
147 
152 
153 
155 
157 
159 
160 
163 
176 
179 

185 
186 
189 

VII 



LETTERS OF INTENT 
LrtEcNik. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 

18 
19 
20 
21 
22 

Outside Contractor 
Training of Bargaining Unit Employees 
Employee Warning Notices 
Rescheduling of Doctors' Appointments 
Scheduling Shutdowns & Startups in Division #3 
Warning Notes Placed in Employees' Files 
Utility Job Vacancy Postings 
Employees Changing Shifts 
Plant Fire Brigade 
Shutdown Vacation Dates 
Training of Employees 
Documentation Retained in Employees' Files 
Job Posting on Twelve Hour Shifts 
Time Study Representative 
Use of Licensed Counselors in EAP 
Furnish Copy of401k Language 
Rate of Pay for Company Approved Training Time, 
Union Olllcial Time, and Temporary Transfers 
PRIDE 
Tire Shop-Efficient Operation 
Company/Union Benefits 
Maintenance Trai n ing 
New Hire Orientation 

FfcC 
191 
193 
194 
194 
195 
195 
196 
197 
197 
198 
199 
199 
201) 
2(X) 

201 
201 

201 
202 
205 
205 
206 
207 

VIII 



AGREEMENT 

THIS AG REEMENT, MA I)E AND ENTERED INTO THIS 
THE 1 ST DAY OF AUGUST. 1997 BY AND BETWEEN 
THE DUNLOPTIRECORPORATION, HEREINAFrER 
REFERRED TO AS THE "COMPANY" AND LOCAL 
UNION NO. 915 OF THE UNITED STEELWOR KERS OF 
AMERICA, HEREINAFTER REFERRED TO AS THE 
"UNION." 

The Company recognizes the merger of the United Rubber 
Workers of America with the United Steel Workers of 
America in the application of this contract. Hereinafter, all 
references to the U.R.W. will be recognized as the United 
Steel Workers of America. 

WITNESSETH 
The mutual desire of the above parties being to continue to 
promote cooperation and harmony, and to formulate rules 
to govern the relationship between the Union and the Com­
pany. 

The terms and provisions of this Agreement shall apply 
without discrimination, with respect to discharge, compen­
sation, terms, conditions and privileges of employment, be­
cause of race, age, color, religion, sex, national origin, 
marital status, veteran status or the presence of non-job 
related medical condition or handicap. 
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ARTICLE 1 

RECOGNITION AND UNION SECURITY 

Section 1.01 • Recognition 

(A) Subject to State or Federal Legislalion. This contract or 
any supplement thereto are subject to any valid and appli­
cable Federal Legislation or executive orders or State Legis­
lation. 

(B) The Company recognizes the Union as the exclusive 
collective bargaining agency for all production, maintenance, 
plant clerical, planning and technical employees (and for 
any expansion or extension of the manufacturing facilities of 
the plant within Madison County). Excluded from the Bar­
gaining Unit arc all general office, office clerical, supervi­
sory, plant protection, technical engineering, plant engineer­
ing, industrial engineering and personnel employees. 

fC) In the event thai right, title or possession of the plant 
covered by this Agreement shall pass to any subsequent 
owner by merger, acquisition, sale, or any other method of 
disposition or acquisition, this Agreement shall be binding 
upon the Company and its successors and assigns. 

(D) The Company agrees to meet with and bargain with (he 
accredited representatives of the Local Union on ail matters 
pertaining to hours of work, wages, rales of pay and general 
working conditions. The term "he" or "his" is understood 
to mean both sexes. 

(E) The automation of jobs in the bargaining unit will not be 
used as a basis for changing such jobs from bargaining unit 
status to non-bargaining unit status. 
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Section 1.02 - Union Security 

(A) It shall be a condition of employment that all employees 
of the employer covered by this Agreement who are mem­
bers of the Union in good standing on the effective date of 
this Agreement shall remain members in good standing and 
those who are not members on the effective date of this 
Agreement shall, on the sixtieth day following the effective 
date of this Agreement become and remain members in good 
standing in the Union. It shall also be a condition of em­
ployment that all employees covered by this Agreement and 
hired on or after its effective dale or transferred to the bar­
gaining unit on or after its effective date shall, on the sixtieth 
day following the beginning of such employment or transfer 
become and remain members in good standing in the Union. 

(B) The provisions of the above paragraph of this Section 
shall not apply to any employees covered by this Agree­
ment to whom membership in the Union is denied or whose 
membership therein has been terminated for reasons other 
than the failure of such employees to render his initiation fee 
or periodic dues. 

(C) Any employee who fails to meet the requirements of this 
Section shall not be retained in the employ of the Company 
provided that the Union shall have notified the Company 
and the employee in writing of such default and said em­
ployee shall have failed to remedy same within ten (10) days 
after receipt of such notice. 

The provisions of Sections 1.02(A) and 1.02(C) above, shall 
apply only to the extent permitted by law. 

(D) The Company agrees to deduct from the wages, and 
shall direct the Trustee of the SUB Fund to deduct from 
Supplemental Unemployment benefits, of those employees 
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who so authorize such deductions by written assignment, 
regular monthly Union membership dues. 

(E) This dues assignment and dues deduction authorization 
shall be irrevocable for a period of one (1) year from the date 
of execution or until the expiration date of this Agreement, 
whichever occurs sooner. 

Said assignment and dues deduction authorization may be 
revoked upon written notice being delivered to the Com­
pany and the Union during the period ten (10) days prior to 
the expiration of the one (i) year period or the expiration of 
this Agreement, whichever occurs sooner. 

(F)(1) The Company, upon written authorization of the em­
ployees, shall deduct from the third pay period each month 
by such employee an amount equal to dues fixed by the 
Union for the current month and such arrears as may be due 
and promptly remit same to the Treasurer of the Union. 

(2) The following paragraphs shall appear on a card 
which shall be personally signed by the employee: 

DATE UNION DUES, ASSIGNMENT, AUTHO­
RIZATION FOR DEDUCTION AND DIRECTIVE, (hereby 
assign to Local 915. United $ tcel workers of America dues 
deductions from any wages paid to me as an employee of 
the Dunlop Tire Corporation, and authorize the Trustee and 
its agents of the SUB Fund to deduct from any Supplemen­
tal Unemployment Benefits payable to me from the SUB Fund 
an amount equal to the monthly union dues fixed by the 
Union and any unpaid amounts equal to monthly dues. 1 
hereby authorize the Dunlop Tire Corporation to make these 
deductions once each month and direct that the same be 
remitted to the bonded officer (Treasurer) of Local 915, United 
Steel workers of America. 
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This assignment, authorization and directive shall be irre­
vocable for a period of one (1) year from the date of ex­
ecution or until the expiration date of any applicable Com­
pany-Union Agreement, whichever occurs sooner and I 
agree and direct that this assignment, authorization and 
directive shall be automatically renewed and shall be irre­
vocable for successive periods of one (I) year each or for 
a period of each succeeding applicable Company-Union 
Agreement, whichever shall be shorter, unless written re­
vocation notice is given by me to the Company and the Union 
during a period of ten (10) days prior lo the expiration of 
such period of one (1) year or of each applicable Com­
pany-Union Agreement whichever occurs sooner. 

This Assignment and Authorization shall remain in effect 
irrespective of my membership status in the Union, unless 
revoked in accordance with this procedure. 

SIGNED 
BADGE NO. 

(G) Previously signed and unrevoked written assignment 
will continue in effect until a current Dues Authorization 
and Deduction form is executed. 

(H) Authorized dues deductions will be deducted in the first 
full week of each month. The Company will promptly remit 
dues so deducted to the bonded officer (Treasurer) of the 
Union. 

(I) The Union Treasurer shall furnish to the Personnel De­
partment not later than the twentieth day of the month a list 
of those members who were absent in the previous checkoff 
week and who require makeup deductions to bring their dues 
up-to-date. 
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(J) If, during the life of this Agreement, the Constitution 
of the USWA should change so as to require the payment 
of dues from members who arc receiving Sickness and Ac­
cident Insurance benefits and it is established that the de­
duction of dues from such payments is legally permissible. 
the Company will, upon request from the Union, explore 
the practicality of establishing a program under which dues 
might be deducted from such payments. 

(K) The Union shall indemnify and save the Company and/ 
or the Trustee under the Supplemental Unemployment Ben­
efits Plan harmless from any claims, suits, judgments, at­
tachments. and from any other form of liability as a result of 
the Company and/or the Trustee making any deductions in 
accordance with the foregoing authorizations and assign­
ments. 

ARTICLE!] 
UNION 

Section 2.01 - Union Functions 

It is recognized that the function of the Union is to represent 
those employees of the Company who are covered by this 
Agreement on matters pertaining to rates of pay, wages. 
hours of employment, working conditions and other condi­
tions of employment and any matters of dispute on these 
subjects will be handled in accordance with the procedure 
set forth in this Agreement, or any supplements thereto. 

Section 2.02 - Union Responsibility 

(A) The Union recognizes the responsibilities imposed upon 
it as the exclusive bargaining agent of the employees desig­
nated in this Agreement and the supplements thereto and 
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recognizes that the Company must be in a strong competi­
tive position in order to provide maximum opportunities for 
steady employment, good working conditions and good 
wages. 

(B) The Union agrees to cooperate by encouraging its mem­
bers to consistently attain a level of full productivity and an 
acceptable record of attendance necessary to maintain a 
favorable Company competitive position. 

ARTICLE ID 
MANAGEMENT 

Section 3.01 - Management Functions 

The Management of the business, operation of the plant, direction 
of the working force, and the authority to execute all the various 
duties, functions and responsibilities in connection therewith is 
vested exclusively in the Company. The exercise of such authority 
shall not conflict with the provisions of this Agreement or any 
supplements thereto. 

Section 3.02 - Employee Warning Notice - Suspension or Discharge 

(A) 1st STEP - The supervisor will review with the em­
ployee and shift committeeman the problems. A copy of 
the recording of the warning shall be given to the Chief 
Committeeman and Division Chairman. 

2nd STEP - The supervisor will review the problem 
with the employee and his Union Representative (Chief Com­
mitteeman, if available). A written warning stating the facts 
of the case and notifying the employee that immediate im­
provement is required, shall be issued to the employee. 
(Copy to Chief Committeeman and Division Chairman). 
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3rd STEP - The supervisor and/or Department Man­
ager, Division Chairman and employee involved shall meet 
and discuss the problem. At this step the employee will be 
given a written notice stating (copy to Division Chairman) 
that any further incidents of poor employee performance 
will result in suspension. 

4th STEP-The supervisor, Department Manager, Divi­
sion Chairman and employee shall meet and review the prob­
lem. The employee will receive a note reviewing his em­
ployee performance record to date, (copy to Division Chair­
man) and notifying him of the suspension penalty and in­
forming him that any further poor employee performance 
will result in termination. 

(B) There may be individual cases of a serious nature (theft, 
assaults, deliberate bad workmanship or damage to Com­
pany property, smoking in critical areas, etc.) that will not 
require the above procedure. 

The decision to terminate an employee with scnioriiy, for 
cause, will not be made until at least two (2) full working 
days have elapsed from the infraction, during which lime 
thorough consideration will be given to all facts and circum­
stances which are relevant to the matter. At the request of 
the Local Union, Company representatives will meet with 
Union representatives during the two (2) day period to dis­
cuss such relevant facts and circumstances. If an employee 
is terminated he will be furnished a written statement of such 
action. This written statement will be given or mailed by 
certified mail to the employee within three (3) working days 
excluding Saturdays, Sundays or Holidays of the dale of the 
decision to terminate. A copy of the statement will be fur­
nished lo the President of the Local Union and the Division 
Chairman. 
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(C) The above does not preclude the right of Management 
to take an employee off the job for cause. 

(D) A copy of any report given to an employee concerning 
his record with the Company shall also be given to the Union 
Division Chairman at the time of recording. 

(E) Any report in reference to reprimand shall expire as a 
basis for possible suspension or discharge one (I) year after 
date of issuance. 

(F) When an employee is to be reprimanded for a matter 
likely to result in his suspension or discharge, he will be 
reminded of his right to bring his Union representative into 
the discussion at that time. 

(G) Any employee found to have been unjustly suspended 
or discharged will be reinstated to his former position with­
out loss of seniority and will be compensated for all benefits 
in all agreements with the Company, provided the employee 
or the Union files a grievance with the Company within seven 
(7) days (excluding Saturdays, Sundays and Holidays) after 
receipt of the Company's written notification of suspension 
or discharge and the reasons for such action. The Company 
and the Grievance Committee can mutually agree on a settle­
ment other than the above if they so desire. 

(H) Medical certification acceptable for excusing an ab­
sence is defined as being a statement from a medical doctor, 
bearing his signature, or a statement issued by his office 
upon his authorization. 
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ARTICIXIV 
NO STRIKE - NO LOCKOUT - NON-LIABfLITY 

Section 4.01 - No Strike - No Lockout - Non-Liability 

(A) Since adequate provisions are hereby made for the han­
dling of grievances, there shall be no slowdown, sitdown, 
stoppage of work, strike, or lockout over any matters sub­
ject to the grievance procedure, including arbitration. Any 
employee or group of employees violating this provision 
shall be subject to disciplinary action including suspension 
or discharge. The Company and the Union shall not negoti­
ate, nor shall any arbitralion hearing proceed on the issue 
causing such interruption until such time as the interruption 
has been terminated. 

(B)(1) In the event there is any such slowdown, work stop­
page, or strike, the Union will either at its discretion or upon 
proper signed notification by the Company and the Union, 
immediately post the following notice on all bulletin boards 
referred to in this Agreement. 

(2) "TO ALL MEMBERS OF LOCAL 915, DATE 
. You are advised that employees took certain 

unauthorized action in Dcpt. No. . This action 
is unauthorized by both the Local and International Union. 
Those employees engaging in such action are directed to 
promptly return to their respective jobs and cease any ac­
tion which may affect production. The grievance in dispute 
will be processed through the procedure provided in your 
contract." 

(C) It is agreed that an authorized officer of the Local Union 
or an authorized representative of the Internationa! Union 
shall sign the above notice. Should the authorized officer of 
the Local Union fail to comply with the foregoing, an autho-
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rized representative of the International Union will do so. 
The Company agrees that in consideration of the perfor­
mance by the Union of the undertaking herein assumed by it 
to post the above notice with respect to termination of un­
authorized strikes and work stoppages, the Company will 
take no action by suit for damages against the Union, its 
officers, agents or members for breach of contract, 

(D) The failure of the Company to exercise this right to 
discipline in any inslance shall not be deemed a waiver of 
this right in any other instance, nor shall the Company's 
right to discipline employees for any other cause be in any 
way affected by this Article. 

Section 4.02 - Payment to Local Union Representatives 

(A) The President, Vice President and Pension and Insur­
ance Representative of the Union or their appointee shall be 
paid the full hourly rate of labor grade 12 for eight (8) hours 
a day Monday through Friday whenever the plant is sched­
uled to work. 

(B) It is the intent of the Company to provide Union repre­
sentatives with the necessary time required for in plant in­
vestigation of problems and/or grievances within their Divi­
sion, providing the reason and advance notice is given to 
the Department Manager or his designated representative. 

The Company agrees to allow each Division Chairman to be 
off the job as follows: 

Division #1 #2 #3 #4 #5 
(HrsAVeek) 32 4) 4) 23 12 

The above time will be used to investigate problems, griev­
ances, or to attend meetings scheduled by Management. 



All arrangements for time off the job shal! be with the ap­
proval of the Department Manager and generally shall be 
the last part of the Division Chairman's shift. In addition to 
the above hours, the Company will grant the 13.5 hours for 
each 100 employees added to the payroll above 1315 level of 
employment. 

Union members will be allowed time off their job for Union 
activities, per request by the Union, to the extent that pro­
duction requirements will allow. 

(C) Average Earned Incentive Rate or current Hourly Rate 
shall be paid: 

(a) For any time lost from the job, whenever meetings 
between the Plant Grievance Committee of the 
Union and Management are held. 

(b) Fortune lost from the job by Union representatives 
meeting with representatives of Management for 
the purpose of handling grievances. 

<c) For time lost from the job by employees and Union 
representatives for the purpose of: 

1. Explaining changes in work schedules or other 
job-related problems. 

2. Reviewing job descriptions or time standards 
instruction sheets. 
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ARTICLE V 
BARGAINING PROCEDURE 

Section 5.01 - Change of Personnel 

(A) The Company will keep the Grievance Committee in­
formed of changes in supervisory personnel and the Griev­
ance Committee agrees that it will keep on file with the Com­
pany an up-to-date written list of its accredited representa­
tives. The Company will instruct all supervisors to meet 
with Bargaining Unit employees affected and explain any 
permanent reporting change on the initial day that this 
change occurs. 

(B) The Company will keep the Union informed in writing of 
all hires, transfers, recalls, layoffs, suspensions, discharges 
and laid-off employees who have refused recall or have failed 
to respond to recall and have been removed from the recall 
list. 

Section 5.02 -Union Division 

(A) For the purpose of adjusting grievances the factory 
shall be set up in divisions by the Grievance Committee and 
the Company. 

(B) Each Division shall have a chairman. Each department 
or group of departments shall have a Chief Committeeman 
and a departmental committeeman on each shift. Division 
Chairmen shall be designated as follows: 

Division # I -Departments 701,703.705,706,745, 779 
Division #2-Departments 730,728 
Division #3-Departments 736, 770 
Division #4-Departments 756, 768,771 
Division #5-Departments 761,767,783,784,785 
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Section 5.03 - Grievance Procedure 

(A) A grievance is a complaint, dispute or controversy in 
which it is claimed that the Company has failed to comply with 
an obligation assumed by it under the terms of this Agree­
ment, and which involves either; {I) a dispute as to the facts 
involved, (2) a question concerning the meaning, interpreta­
tion scope, or application of this Agreement or, (3) both. 

(1) In reducing a grievance in writing, the following 
information shall be stated with reasonable clear­
ness: the exact nature of the grievance, the act or 
acts complained of and when they occurred, the 
identity, if known, of the employee or employees, 
who claimed to be aggrieved, the provisions, if 
any, of the General Agreement that the employee 
or employees claim the Company violated, and 
the remedy they seek. It is not the intent of this 
clause to prevent an employee from filing a griev­
ance. The Company's answer on the grievance 
will state with reasonable clarity as to why the 
grievance was honored or denied. 

(2) The parties agree that the Company liability for 
retroactive payment of grievances shall be limited 
to thirty (30) days from date of written grievance. 

(3) The parties agree that the Company liability for 
retroactive payment of Job Evaluation grievance 
shall be limited to thirty (30) working days from 
date of job request study. 

(B) The parties to this Agreement recognize that the griev­
ance should be settled promptly and as close to the source 
as possible. Further, both parties will endeavor to present 
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all the facts relating to the grievance at the first step in the 
grievance procedure. 

(C) The local President, Vice President, Pension and Insur­
ance Representative, and Division Chairman or their desig­
nee shall be permitted to enter any department of the factory 
during working hours for the purpose of investigating griev­
ances. If it is necessary to remove an employee from the job, 
the request shall be presented to the Shift Supervisor for his 
approval. 

(D) The following is the procedure to be followed by Divi­
sion Chairman, Chief Committeemen, and com-initteemen 
when it is necessary to request time off the job to investi­
gate grievances and job related problems. 

1. Contact immediate supervisor. 
2. State purpose of the absence from the job. 
3. Give estimated time of absence from the job. 
4. Agree on time when he can be relieved from the job. 

Should circumstances require an unusual delay between the 
time of the request and the time the representative may be 
relieved the supervisor shall justify such delay. 

(E) All disputes, differences and grievances pertaining to 
rates of pay, wages, hours of employment, working condi­
tions and other conditions of employment arising under this 
Agreement shall be presented. 

(STEP I) To the Shift Supervisor. The Employee or 
Employees, in the company of the Committeeman, will 
present the grievance verbally. Failing resolution at 
this stage, the grievance will be then advanced to the 
Second Step. 
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(STEP 2) The parties of the First Step (including the 
Chief Committeeman) shall, within forty-eight (48) hours 
of the First Step, reduce their dispute to writing in ac­
cordance with (A){i) of this Section and documenting 
the date of the First Step Meeting. 

(STEP 3) The written grievance from Step 2 will be 
provided to the Division Chairman and the Manager of 
the area or appointees. Within seventy-two (72) work­
ing hours or at an agreed upon time the Employee and 
Supervisor will meet with the Division Chainnan, Chief 
Committeeman, and Managerof the area or appointees 
to present their dispute. 

Within forty-eight (48) working hours or at an agreed 
upon lime following the Step 3 presentation, the Divi­
sion Chairman and Manager of the area or appointees 
will meet and discuss their determinations. Their reso­
lution or disagreement will be reduced to writing and 
included with the grievance. 

Copies of the completed Third Step Grievance will be 
forwarded to the Union President and Manager of Em­
ployee Relations. If, at the third step, agreement is not 
reached within seventy-two (72) hours, excluding non-
working days the matter will be referred to the Fourth 
Step. 

(STEP 4) Grievance Committee and Manager of Indus­
trial Relations or his appointee, who shall meet within 
five (5) working days after Step 3 is completed. At this 
step, International Representatives of the Union may 
be present. A written answer shall be given at this step 
within five (5) working days after the final meeting. All 
Step 4 meetings will be held at 8:00 a.m. unless mutually 
agreed otherwise. 

16 



(F) At Step 3 and Step 4 in the grievance procedure, other 
Union and Company people directly related to the question 
under discussion may be present. 

(G) If the time limits of Steps 2,3 and 4 of the above proce­
dures are not complied with by the Company, the grievance 
automatically advances to the next succeeding Step unless 
mutually agreed otherwise. 

(H) Any written grievance not appealed from a written an­
swer at one (1) step of the grievance procedure to the next 
step within thirty (30) working days of such answer shall be 
considered settled on the basis of the last answer and not 
subject to further appeal. 

(1) Written grievances which are settled at any of the above 
Steps shall be stamped "Final" and signed by the Union 
President and the Manager of Industrial Relations or their 
appointees. One (1) copy of the stamped grievance shall be 
filed with the Union President and one (I) copy with the 
Manager of Industrial Relations. 

(J) Controversies may arise of a nature so general as di­
rectly to affect all or a major portion of the employees of the 
plant. Controversies may arise which involve matters be­
yond the control of persons represented in the Third Step of 
the grievance procedure. It is agreed that issues of this 
nature need not be subjected to the entire grievance proce­
dure but may be initiated by the Union al the Fourth Step 
upon agreement of the Union President and the Manager of 
Employee Relations. 

(K) No grievance, verba! or written, withdrawn or dropped 
by the Union, or granted by the Company, prior to arbitra­
tion, will have any precedent value. 
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(L) Upon request of the Union, an International Representa­
tive will be permitted to participate in negotiations and arbi­
tration commencing at the step between Union and Com­
pany Plant Grievance Committees. 

Section 5.04 - Arbitration Procedure 

(A) Specirically the question of a general plant-wide wage 
adjustment and the labor grade wage structure cannot be 
submitted to arbitration and are not within the powers of an 
arbitrator under this Agreement. Further, in the event a mat­
ter referred to arbitration shall involve a question of time 
.standards, incentive tasks, factual questions on changes in 
job content, or a question of determining relative job con­
tent affecting the labor grade position of a job. the arbitrator 
shall be a person qualified by training and experience as an 
expert in (he field onnduslrial Engineering. 

(B) Subject to the provisions of (A) above, should negotia­
tions between the Company and the Grievance Committee at 
the last step in the grievance procedure fail to bring about 
an agreement between the parties with respect to a griev­
ance or grievances, either parly may. within forty-five (45) 
days from the dale of final answer, submit such grievances 
to the arbitrator. Each dispute shall be submitted in writing 
and a copy of the submission shall be furnished to the other 
party simultaneously by written notice. 

(C)(1) The parties agree thai, subject to the provisions of 
(A) above, an impartial arbitrator shall be selected as fol­
lows: The Manager of Industrial Relations and the Union 
President or their designees, may mutually agree on an arbi­
trator. If the parties cannot reach agreement in this manner, 
the parties may mutually agree upon one (I) of the arbitra­
tors contained on ihe permanent panel as established for 
the Huntsvillc Plant. Failing to mutually agree, the arbitrator 
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shall be selected by each party alternately striking out a 
total of two (2) of the candidates. The party who will first 
strike a candidate from the list shall be determined by the flip 
of a coin. 

(2) The permanent arbitration panel is composed of the 
following members: 

J. F. Caraway 
C.C. Killingsworth 
F. E. Kindig 
E.R.Teple 
H.E.Steele 
T. J. Heinsz 
A. V. Sinicropi 

It is agreed to increase the arbitration panel to seven (7) 
Arbitrators. 

In the event that it becomes necessary to replace a member 
of our panel of arbitrators during the term of our agreement, 
it is agreed that each party shall submit a list of three (3) 
arbitrators with permanent tire industry background for the 
purpose of striking. The parties will flip a coin to determine 
which has the first strike. 

(D) On the date set by the arbitrator, the parties shall appear 
and present a statement of the facts and issues involved. 
either in writing or orally as each party may desire. 

(E) The arbitrator shall render a decision within thirty (30) 
days from the date of the hearing on the grievance unless 
additional time is requested by him and mutually agreed to 
by the Company and the Grievance Committee. 
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(F) The decision of the arbitrator shall be final and binding 
upon both parties. 

(G) It is understood and agreed that the arbitrator shall have 
no right or power to add to or subtract from or to change the 
terms of this Agreement or the supplements thereto and that 
the arbitrator shall have no right or power to disregard any 
of the express provisions of this Agreement or supplements 
thereto. 

(H) All costs of arbitration, including all fees and agreed 
upon expenses of the arbitrator, shall be paid in equal pro­
portion by the Company and the Union. 

(I) It is understood and agreed that the parties will make 
every effort to clearly define and agree upon the "Issue," 
before presenting the grievance to the arbitrator. 

Section 5.05 - Grievance Committee Meetings 

(A) A meeting between the Plant Grievance Committee of 
the Union and the Manager of Industrial Relations or his 
appointee will be held not less than twice each month, on a 
Thursday, unless mutually agreed otherwise. Whenever 
reasonable or practicable, meetings will be held so as to 
avoid production delays. Union representatives attending 
the meeting will be allowed Fifteen (15) minutes to return to 
their work station after the Grievance Committee is dismissed. 

(B) It is understood and agreed that no subject pertaining to 
rates of pay, hours of work, working conditions and other 
conditions of employment applicable to a specific depart­
ment shall be presented by the Grievance Committee or Com­
pany at this meeting except as this subject has been dis­
cussed prior to the meeting by the Union Division Chairman 
with the Department Manager of the department concerned. 
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ARTICLE VI 
HOURS OF WORK 

Section 6.01 - Standard Day and Standard Week 

(A) This Article is intended to define the policy governing 
the hours of work and shall not be construed as a guarantee 
of hours of work per day or per week. 

Based on production requirements, the Company may 
schedule jobs that require "start up" or "shut down" op­
erations for hours in excess of the standard eight (8) hour 
work shift. 

(B) The standard work shift shall be eight (8) hours per 
day and the standard work week shall he forty (40) hours. 
Any paid holidays that fall within the work week shall be 
considered as a scheduled day of work. 

12 hour continuous operation 
The Standard shift shall be twelve (12) hours per day and 
the standard work week shall consist alternately of Thirty-
six (36) and Forty-eight (48) hour weeks. Any paid holidays 
that fall within the work week shall be considered as a sched­
uled day of work. 

(C) Eight (8) consecutive hours in any twenty-four (24) 
hour period shall constitute a standard work day and five 
(5) consecutive eight (8) hour days beginning with the 
starting time of the employee's shift on the first day of the 
regularly scheduled work week shall constitute a stan­
dard work week. 

12 hour continuous operation 
Twelve (12) consecutive hours in any Twenty-four (24) hour 
period shall constitute a standard work day. A standard 
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work week shall consist of alternate Three (3) and Four (4) 
days (as outlined in Exhibit "A" on the last page of this 
contract book). 

(D) All employees who are hourly-rated and continuous 
operation jobs arc to remain on theirjobs until the end of the 
shift or until relieved. 

Section 6.02 - Standard Shift Starting Time 

(A) Standard shift starting time for shifts are as follows: 
A Shift- 7:00a.m.. 7:30a.m.. and 8:00a.m. 
BShift- 3:00p.m.. 3:30p.m., and 4:00p.m. 
C Shift - it:00p.m.. it:30p.m., and 12:00 a.m. . 

(midnight) 
12 hour continuous operation 
The standard shift starting and quilling times for shifts 
are as follows: 

Day Shifts - 7:00 a.m. - 7:00 p.m. 
Nighi Shifts - 7:00 p.m. - 7:00 a.m. 

The Company shall notify the Union of any required changes. 
The paragraph shall in no way restrict the Company's right 
as provided elsewhere in this Agreement to schedule daily 
or weekend overtime work. 

(B) The first scheduled work shift of the week for "C" shift 
employees shall begin Sunday night. 

12 hour continuous operation 
The first scheduled work shift of the week will begin 
Monday morning at 7:00 a.m. 
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Section 6.03 - Reduction of Hours 

The Company may, without the requirement of making a 
layoff of employees in accordance with the layoff proce­
dure. reduce the schedule due to production requirements 
for a station, job, department or departments, to not less 
than twenty-four (24) hours per week, or may reduce the 
scheduled hours below twenty-four (24) for not more than 
two (2) consecutive weeks, or for not more than two (2) 
weeks in any six (6) week period. The foregoing shall not be 
construed to require reducing the number of scheduled 
hours below the number of hours in the standard work week 
before laying off employees in accordance with the layoff 
provisions of this Agreement. 

Section 6.(M - Pay Period and Pay Day 

(A) Employees are paid each week. 

(B) The pay period skirls Sunday al Midnight and ends the 
following Sunday al Midnight. 

For employees working from 7:00 a.m. until 7:00 p.m. the pay 
period begins Saturday at 1:00 p.m. and ends the following 
Saturday at 1:00 p.m. For employees working from 7:00 p.m. 
until 7:00 a.m. the pay period begins Sunday at 1:00 a.m. and 
ends the following Sunday at 1:00 a.m.. 

(C) Day (A) shift and midnight (C) shift employees are 
paid on Friday, and afternoon (li) shift employees arc paid 
on Thursday for work performed ihe previous week. For 12 
hour continuous operation Tuesday of each week shall be 
the pay day for work performed the previous week. If not 
scheduled to work on Tuesday, the employees shall be paid 
on Wednesday. 



In the event a holiday falls on the payday outlined above, 
the employee's payday will be moved up one scheduled 
day. Any change in this schedule shall be posted on the 
Company's Bulletin Board. 

Any inability to pay on Tuesday due to Holidays, etc. will 
be communicated through written postings in the Area. 

(D) Supervisors will distribute pay checks to employees no 
later than the end of their shift. 

(E) Vacation checks will be distributed to employees in the 
same manner as provided in item "C" of this Section. 

(F) An employee's pay check will nol be given to another 
person except upon presentation of the employee's identifi­
cation card accompanied by a written statement signed by 
the employee. 

(G) In the event of an employee's death, any earnings to 
which he would have been entitled shall be paid to his life 
insurance beneficiary on file in the Human Resources office, 
If he has no beneficiary, such earnings shall be paid to the 
decedent's estate, 

Section 6.05 - Overtime Distribution 

(A)(1) If job requirements cannot be filled by utili/.ing avail­
able manpower, the overtime will be equitably divided among 
the qualified employees on the overtime sign-up sheet. If 
the required overtime cannot be obtained from the in-classi-
fication employees within the department on the overtime 
sign-up sheet then management will offer the available hours 
first to Utility employees in the department on the overtime 
sign-up sheet. If overtime requirements cannot be filled by 
utilizing Utility employees in the department, the remaining 
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qualified out-of-classification employees in the department 
on the overtime sign-up sheet will be solicited until the over­
time is filled or out-of-classification employees in the de­
partment on the overtime sign-up sheet have been exhausted. 
Miscellaneous or non-classified overtime will be offered as 
out-of-class overtime without going through the utility 
group first. 

(2) Once an overtime probe has been initiated within a 
group (in-classification, out-of-classification offerings are 
considered separate groups), qualified employees in that 
group will be offered the overtime until the overtime is filled 
unless the need for the overtime ceases to exist or an in­
stance arises at the end of the shift where time does not 
permit soliciting all qualified employees. 

(B) In initiating an overtime probe, the overtime work will be 
offered to the in-classification low houred senior person on 
the overtime sign-up sheet. Overtime hours will be charged 
to employees who are unavailable for work regardless the 
reason. In addition, if an employee does not sign the over­
time sign-up sheet, and overtime work is available within 
their classification, the overtime is considered refused by 
the employee for that given day, and the employee is 
charged the hours. Supervisors are not obligated to call 
absent employees for overtime opportunities and the em­
ployees will be charged with the overtime hours; provided 
however, that if the Company is soliciting overtime for the 
employee's unscheduled days, the Company will attempt to 
call employees on vacation: such employees will be charged 
with the overtime hours. 

(C) In order to meet overtime requirements, employees are 
expected to cooperate in accepting overtime assignments, and 
the Company agrees to give as much notice as is practical. 
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Seven Day Offering/Sign-up System 
(1) In initialing an overtime probe the Company will offer 
four (4) hours over in-clussification to the employees on the 
overtime sign-up sheet. If the required overtime can not be 
obtained from the in-classification employees on the over­
time sign-up sheet then management will offer the available 
four (4) hours of overtime to qualified employees out-of-
classification on Ihc overtime sign-up sheet in the same 
method as in- classification. If ihe overtime is noi covered 
then the likewise off crew in-dassificalion employees on 
the overtime sign-up sheet will be solicited for twelve (12) 
hours of overtime; if not covered solicit qualified out-of-
dassificaiion employees on the overtime sign-up sheet lo 
ihe same crew. If the required overtime is covered the first 
four (4) hours, the remaining eight (S) hours will be offered 
!o the likewise off crew in-classificaiion employees on the 
overtime sign-up sheet; if not covered then the eight (8) 
hours of overtime will be offered to the qualified oui-of-
classificalion employees on the overtime sign-up sheet lo 
ihc same crew. If the overtime is still not covered, the Com­
pany will offer ill ihc same manner as above to the off-off 
crew in an effort lo cover ihc vacancy. When the list of in-
classification and qualified employees on the out-of-classi-
fication overtime sign-up sheet has been exhausted for over­
time solicitalion management may offer overtime lo other 
employees without restriction on the method used. There is 
no obligation to record or balance overtime hours or oppor­
tunities to employees who do not sign the overtime sheet. 

Five Day Oflering/Sign-up System 
(2) Employees on a shift working have claim to overtime 
hours thai are available four (4) hours prior lo their shift 
starling time and four (4) hours after their shift quitting 
time during the scheduled work week, if either of the four 
(4) hour periods are refused the entire eight (S) hours will 
he offered to the employee that has accepted the other four 



(4) hours. Employees who had initially refused overtime 
will not be asked or charged for the additional four (4) 
hours. If the required overtime can not be obtained front 
the in-chtssiftcation employees on the overtime sign-up 
sheet then management will offer the available overtime to 
qualified employees ottt-of-classifteation on the overtime 
sign-tip sheet in the same method as in-classification. When 
the list of in-classification and qualified employees on the 
ont-of-ciassificalioii over-lime sign-up sheet has been ex­
hausted for overiime solicitation management may offer 
overtime to other employees without restriction on the 
method used. There is no obligation to record or balance 
overtime hoars or opportunities to employees who do not 
sign the overtime sheet. 

(D) Due to the nature of overtime offering to the tirebuilder 
classification, oul-of-classificalion overtime is not offered 
unless it is deemed absolutely necessary. 

Therefore, it is agreed that if overiime is required in the 
tirebuilding area the Company will fill the job with in-classi-
ficalion overtime within any of the tirebuilding classifica­
tions. If tirebuilding overtime can not be filled with ^-clas­
sification from the overtime sign-up sheet then management 
can offer the overtime to qualified employees out-of-class. 

(E) If a utility is filling in for an absentee then the utility 
person will be offered available overiime in that classifica­
tion. When a utility employee is an initial replacement for an 
absentee for a minimum of four (4) hours, and an overtime 
situation arises, then the utility employee will be offered the 
overtime work in the same manner as it would have been 
offered to the absentee he is replacing and the overtime 
charged to the absentee. If a utility employee is an initial 
replacement for an absentee on more than one job during 
the shift, his overtime rights shall apply to all theclassifica-
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tions he fills in on, provided the absentee is not available 
and the utility employee worked a minimum of four (4^ hours 
on each of the jobs. 

(F) Overtime in the Process Control classification will be 
distributed first to employees on the overtime sign-up sheet, 
on the same job station, then the overtime will be offered to 
other qualified employees in the classification on the over­
time sign-up sheet Ifan employee changes job stations, the 
employee will be credited with the highest overtime hours 
on the job station the employee moves to. Three (3) over­
time charts will be maintained, (I) Chart for employees on 
the same job station, (2) Chart for employees within the 
classification but off their job station, and (3) Chart forout-
of-classification overtime. 

Section 6.06 - Overtime - General Rules 

(A) Ifan employee accepts overtime then the overtime shall 
be considered scheduled. The overtime may be canceled 
by notifying the employee prior to reporting for work on the 
day the overtime was scheduled. Payment for an employee 
commencing work is covered under Section 7.04. An em­
ployee unable to work voluntary overtime will not be penal­
ized in respect to holiday pay providing he has worked the 
last scheduled day before and the first scheduled day after 
(he holiday 

(B) An employee has no overtime rights on a job he has 
been awarded until his official date of transfer. The employee 
retains overtime rights in present department and on present 
job until his official date of transfer. 

(C) There is nothing inherent or implied in this Section that work 
on a job be given to an employee on an overtime basis when the 
requirements can be met by utilizing available manpower. 
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It is not the intent of this Section to take an employee off his 
job or from his department, put him on another job in his 
department, or in another department, and as a result work 
overtime on his job or in his department. 

Any deviation from the above will be discussed with the 
proper Union Representative and Division Chairman. 

(D) Overtime will be distributed equitably among qualified 
employees on the same job station on the same shift to the 
extent that il is practical to do so. 

(1) To be eligible for overtime work on the job, an em­
ployee must qualify as follows: 

(a) Hourly Rated Jobs, capable of doing all as­
pects of the job on one's own. 

(b) Incentive Job - Has equaled or exceeded 120 
percent makeout for five (5) days within fif­
teen (15) successive days worked. 

(2) Work which becomes available to other employees 
because of the absence of an employee who has 
failed to report off from work or who has reported 
off less than one hour prior to his regular reporting 
time need not be confined to employees in the 
equalization of hours group. 

(E) Employees wishing to work overtime will sign a volunteer 
sheet signifying their intention to work over or to be called in early. 
Employees absent during the period the volunteer sheet is posted 
must get approval from their supervisor to have a union represen­
tative sign the sheet for them. 
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12 hour continuous operation 
Daily overtime after twelve (12) hours is voluntary. 
During the shift when Daylight Savings Time and the resulting 
eleven (11) hour or thirteen (13) hour shift occurs in the seven day 
operation, SUB benellls will be paid for the one (1) hour reduction 
in the schedule of the Crew in this event and time and one-half for 
the one (1) hour increase in schedule. 

Company and Union Representatives of an area may mutually 
agree to substitute ait alternative overtime sign-up or offering 
system in the application of overtime distribution such as but not 
limited to: adaily sign-up sheet or offering overtime to the likewise 
off crew prior to oilering four (4) hours over. 

When complex or unique situations arise pertaining to interpreta­
tions of overtime distribution the Department Manager, together 
with the Local Union President (or appointee) and Division Chair­
man can agree on a temporary solution regarding this situation 
with final approval from the Labor Relations Manager. 

(F) Overtime sign-up sheet postings: 
Thursday at 2:00 P.M. each week a posting for each shift will 
be placed on the departmental bulletin board and will remain 
on the board until 2:00 P.M. on Wednesday unless agreed 
otherwise. This posting will cover the period of the follow­
ing Saturday through Friday. 

(G) No employee shall be permitted to work in excess of 
sixteen (16) hours in any twenty-four (24) hour period. 

(1) When overtime is still required on a job in situa­
tions where this limitation of sixteen continuous 
hours results in there being no available qualified 
people, the management and union representatives 
of the area will mutually seek alternatives to ac­
complish this work. 
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(H) When ii becomes necessary to contact employees who 
are not in the plant to offer them overtime work, only those 
employees who have listed their telephone numbers with 
their immediate supervisor and the number recorded in the 
appropriate place need be contacted. An employee who does 
not have a telephone, or who has not listed his telephone 
number with his immediate supervisor, shall be charged with 
the overtime (hat would have been offered to him. An em­
ployee with a listed telephone number who fails to answer 
his telephone when called shall be charged with the over­
time hours he would have been offered had he answered. 

(I) Supervision will correct errors made in (he distribution of 
overtime which are called to their attention before the work 
is performed. The intent is to distribute overtime hours as 
equally as possible. 

Errors in the distribution of overtime will be handled in the 
following manner: 

(1) if an employee is missed on overtime the employee 
must inform supervision within five (5) days of 
the overtime miss. 

(2) Errors in the distribution of cither in-class or out-
of-class overtime will not be paid except under 
the circumstances identified in this paragraph, In 
the event of an overtime opportunity incorrectly 
denied to employeefs) and which is brought to 
the attention of the supervisor, as stipulated in 
the above paragraph, there will be a record of this 
event made in the department. Should the same 
employee be missed in error again within a three 
month period of (he notification of the first miss. 
the employee will be paid for the hours not of­
fered tmd charged accordingly. If an employee is 

31 



transferred or laid off his job before he/she can be 
given the opportunity to make up the lost over­
time that was due to an error called to the atten­
tion of his/her supervisor, he/she shall be com-
pensated for the lost overtime hours at the time of 
transfer or lay off. 

(3) If work is made available to the employee, and the 
employee refuses to work the available overtime, 
the employee will not be compensated for any loss 
overtime hours nor will the employee be offered 
another opportunity to make the overtime up. 

(J) Overtime charts showing overtime hours charged to each 
employee on the job will be maintained in each department. 

(I J Ail in-class and out-of-class overtime charts will be 
zeroed on the first scheduled day of January of 
each year. Double lime charts will not be zeroed. 

(K) New or transferred employees will be credited with the 
greatest number of overtime hours on all overtime charts for 
this shift to which the employee transfers. For overtime 
purposes, an employee who temporarily swaps shifts with 
another employee will assume the seniority and overtime 
hours of that person. 

(L) It is understood that situations will arise that may not 
enable employees receiving training to be trained on their 
shift. When these situations arise the Department Manager 
and Division Chairman wilt discuss temporary alternative 
solutions to provide the necessary training, subject to final 
approval of the Labor Relations Manager. It is understood 
that when these situations arise, and overtime is required for 
training, our first temporary alternative solution will be to J 

utilize the trainer on overtime to conduct the training. 
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Section 6.07- Overtime - Schedule Six (6) Day Opera­
tions (44,46,48 Hour Week) 

(A) Scheduled six (6) day operations will be posted 
no later than 2:00 p.m., Thursday, prior to the 
week in which the work is to be performed. 

(B) Employees will perform such overtime work unless: 
(1) Excused therefrom by prior arrangement with 

his supervisor 
(2) There has been a change in the scheduled 

hours of work 

Section 6.08 - Work Beyond Regular Shift 

(A) When an employee who is working, accepts overtime 
work that is a continuation of his regular shift and the num­
ber of hours required is indefinite (late call in, shutdown 
operations, etc.) he shall be provided with not less than one 
(1) hour of work. When this overtime work exceeds one (1) 
hour, the additional time shall be provided in not less than 
one-half (1/2) hour increments. Once an employee accepts 
overtime work which is a continuation of his regular shift, 
the work will be considered scheduled. The employee can­
not change his mind and decline the overtime, unless he 
informs his supervisor at least one (i) hour before the end of 
his regular shift. 
The Company and the Grievance Committee may mutually 
agree to give special consideration to operations where op­
erating conditions require treatment other than the above. 

(B) When an employee who is working accepts overtime 
work for a specific number of hours that is a continuation of 
his regular shift and the offered overtime hours are canceled 
prior to the start of such work, the employee will be provided 
with one (1) hour of overtime work. 
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(C) When an employee starts overtime work for a specific 
number of hours that is a continuation of his regular shift, 
the employee will be provided with the agreed upon hours 
of work. 

Section 6.09 - Temporary Transfers Or Assignments 

The Company may assign an employee to temporarily work 
in another job classification. The employee will be paid his 
hourly rate or the rate of the job to which he is assigned. 
whichever is higher. The Company will asktheseniorquali-
fied employee in the classification to perform the assign­
ment. If the senior employee refuses to transfer, the Com­
pany may require the junior qualified employee in the same 
classification to perform the temporary transfer or assign­
ment (Note: SHPS 7.031 11(a) is unaffected). Employees 
will not be required to temporarily transfer into Department 
701 unless they are in agreement. 

ARTICLE VII 
WAGES 

Section 7.01 - Minimum Guaranteed and Base Rates 

(A) The supplementary Key sheets represent the joint agree­
ment of the Company and the Union on the number of labor 
grades, the monetary spread between labor grades. 

(1) The Wage Key Sheets shall show the Hiring Rate, 
Transfer Rate, Full Hourly Rate, the Incentive Base 
Rate (100%) - Guaranteed Minimum, and earnings 
at 115%, 120% and 125% incentive level for each 
labor grade. 
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The Company will assign a job to the proper labor grade. 
Once so assigned, the monetary values of the applicable 
key sheet shall apply to the job whenever called for in this 
Agreement. 

HIRING, TRANSFER, & RATE PROGRESSION 

(B) Rate Progression - Non-inccmivc Rated Jobs 

(1) New hires will be hired at the hire rate of the appli­
cable Labor Grade and be subject to an automatic 
progression to the full hourly rate as follows: 

(a) Following sixty {&.)) calendar days after starulate— 
one dollar and fifty cents ($ 1.50) increase. 

(b) Each twenty-eight (28) calendar day (hereafter 
— twenty-five cents ($.25) increase until 
reaching full hourly rate. 

(2) When an employee transfers to a new job classifi­
cation (bid, bump, etc.), he shall be paid the trans­
fer rate for the applicable Labor Grade and be sub­
ject to automatic progression to the full hourly 
rate through twenty-five cent ($.25) increases each 
twenty-eight calendar days following transfer. 

A newly hired employee who has not completed the new 
hire progression will transfer to the new job classification 
at either the transfer rate of the applicable Labor Grade or 
the rate he/she has achieved in the new hire progression, 
whichever is less. 
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(C) Rate Progression - Incentive Employees 

(1) New hires will be hired at the hire rate of the appli­
cable Labor Grade and be subject to an automatic 
progression to the incentive base rate as foflows: 

(a) Following sixty (60) calendar days after start 
date — one dollar and fifty cents (S1.50) increase. 

(b) Each twenty-eight (28) days thereafter — 
twenty-five cents ($.25) increase until incen­
tive base rate. 

(2) When an employee's earnings on an earned incen­
tive basis equals or exceeds 120% of Incentive Base 
Rate of the job labor grade for a total of five (5) 
days within fifteen (15) days worked, at 50% on 
standard per day, the employee will be paid such 
earnings. The employee will be considered a quali­
fied Incentive worker and be eligible for incentive 
earnings. 

(3) Employees who are transferred or recalled to tire 
building incentive jobs will be paid the incentive 
base rate until meeting the conditions of (C) (2) 
above. 

(4) It is expected thai all employees will reach and main-
lain standard performance on their job by the 
completion of the established job training period. 
The case of an employee who does noi reach and 
maintain standard performance upon completion 
of the job training period shall be subject to review 
with the employee concerned and the proper Union 
Representaiivc. 
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(5) The case of a qualified incentive worker who does 
not consistently meet proven standards of output 
shall be subject to review with the employee con­
cerned and the proper Union Representative. 

(6) New employees, other than those who have quali­
fied on an incentive rated classification, must com­
plete the prescribed rate progression. Recently 
hired employees who are transferred to another 
position prior to the completion of the rate pro­
gression on their original job will transferal an in­
crement level in the new hire rate progression on 
the job they move to. 

(D) New Hire Wage Progression 

1. All employees hired by the Company on or after 
August 1. 1997 shall be subject to a thirtv-six (26) 
month wage rate progression. Under this progres­
sion scale, a work service factor will be applied to 
final pay amounts during the first three (3) years of 
employment according to the following scale: 
(70%) of final pay for the first 6 months of employment: 
(75%) of final pay for months 7 through 12 inclusive: 
(80%) of final pav for months 13 through 18 inclusive: 
(85%) of final pay for months 19 through 24 inclusive: 
(90%) of final pav for months 25 through 30 inclusive: 
(95%) of final pay for months 31 through 36 inclusive. 

At the beginning of the 37th month of employment. 
the work service factor will be set at 100%. and will 
remain at this level for the remainder of the employ­
ees' tenure. Changes in the work service factor will 
be made with the start of the first pay period week 
following completion of each subsequent six (6) 
month period of employment. 
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2. For all purposes under this new hire wage progres­
sion. "final pav" shall be defined as all payments or 
forms of payment received by the employee. Final 
pay shall include: 

• Wages 
• Incentive earnings 
. COLA 
• Shift premium 
• All pay for time not worked (e.g.. including holi­

day. vacation, jury duty, funeral nay, military 
leave, compensation hearings, etc.) 

o S & A payments 
o SUB 
o Supplemental Worker's Compensation 
« Union hours 

3. The new hire wage progression described herein 
applies to all plant bargaining unit Job classifica­

tions, 

4. If the Company determines that the seventy perccnl 
(70%) starting nay rale is inadequate to attract new 
i'mployncs. lhc Company may, at its own discretion. 
raise said rate for such cmploycefs) and adjust the 
sin (ft) month increase percentage rate proportion­
ally over the thiily-si x (36) month progression sched­
ule. 

li is also understood lhat the Company may at its 
rlkft-etinn. adjust upwards as necessary the start­
ing rale for new maintenance employees if warranted 
hy local labor market conditions. 
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5. The work service six month progression time periods 
will be extended for any employee who is absent Tor 
thirty (30) consecutive calendar davs or more. The 
extension shall apply only to the progression period 
the employee was in when the absence started and 
the extension period shall he equal to the duration 
of the absence, 

(E) When an employee transfers to a new job classifica­
tion hy bid, he/she shail be paid the transfer rate for 
the applicable Labor Grade and be subject to auto­
matic progression to the fixed rale through twenty-
five cents ($.25) increases each twenty-eight calen-
dar days following transfer. When an employee is 
bumped to a new job classification, he/she shall be 
paid fifty cents ($.50) less than the fixed rate of the job 
and be subject to automatic progression through 
twenty-five cent ($.25) increases each twenty-eight 
calendar days following the hump. 

(F) Labor Grade Structure 

(l)(a) The labor grade position of each job is guaran­
teed and will not be changed unless the change 
in job content justifies assigning the job to an­
other labor grade. 

(b) Graded jobs (new or revised) shall be assigned to 
a labor grade by comparison to agreed upon point 
system. 

(2) When a change in job content is made or a new job 
established, the Division Chairman and Time Study Rep­
resentative shall be given a written notice (Request for 
Job Study) and this request shall have the effective dale 
of job establishment or content change. 
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(3) The Company will provide the Union President, 
Union Division Chairman and Time Study Repre­
sentative with a copy of the new or changed job 
description showing the assigned labor grade 
within thirty (30) days of the Request for Job Study. 

(4) If no notice is received from the Union within thirty 
(30) working days after issuance of Job Descrip­
tion and assigned labor grade, it will be assumed 
that the Union is in agreement with the job descrip­
tion and the assigned labor grade. 

(5) If a grievance is submitted to arbitration, the Arbi­
trator shall be limited in making his determination 
by comparison of the job in question to the agreed 
upon point system. 

Section 7.02 - Time Standards 
(A) Time Standards will be established by the Company. 

<B) The Time Standards will be established so that: A 
qualified Operator following the prescribed method exerting 
average skill, effort and application of job will attain Base 
Rate performance (100% make out). As a qualified Operator 
following the prescribed method develops or applies greater 
skill, effort and application to the job, the incentive opportu­
nity will increase on a direct ratio basis, subject to the fol­
lowing limitation: 

(1) Time Standards will be established for prescribed 
method, and will reflect average or normal condi­
tions. Should there be any recognizable changes 
in materials, methods, operating conditions, pro­
cesses, quality requirements or equipment, the job 
will be reviewed and/or resludied to reflect the 
changes in time standard. 
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(C) All work and Idle Time shall be recorded on the Time 
Standard sheets as follows: 

(1) All work elements within a machine cycle to be 
listed and proper times shown. 

(2) All Idle Time within acycle to be listed and propertimes shown. 

(3) All element times concurrent within a cycle shall not 
exceed 100%. 

(D)(1) Time Standards, once establ ished wi II be guaranteed and 
will not be changed unless there is a recognizable change 
in materials, methods or processes or unless a recogniz­
able clerical or computational error has been made in 
establishing the rate. When a change in method occurs, 
such as a permanent revision of feeds, speeds, tools, 
equipment, fixtures, plant layout, quality specification or 
working conditions, only those elements affected by the 
change will be changed in the Time Standards. 

(2) The Time Standards established for these retimed 
elements will provide the same incentive earnings 
opportunity if the operator works with the same ef­
fort and skill as he did on the previous standards. 

(3) Where a rearrangement of equipment or machinery 
or a change in method, materials, tools, equipment, 
machinery or specifications occur on a pool, crew or 
individual job and such change effects the opera­
tion that was the limiting factor in determining the 
production and incentive make out of the job, the 
new time standards will provide the previous incen­
tive make out of the job, if the pool, crew or indi­
vidual works at the same skill and effort as on the 
previous operation. 
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On any operation where the above provision has 
been applied to maintain the previous incentive make 
out, the incentive make out of any pool, crew or 
individual on the rearranged job cannot exceed the 
level established by them prior to the change, un­
less their previous level of incentive make out was 
less than the job average, in which case they would 
be permitted to earn up to the job average at the time 
of the change. 

Similarly, if the restriction is removed, the time stan­
dards will be revised and the limitation on earnings 
removed. It is understood that the level of incentive 
make out to be provided is the overall average in­
centive make out of the pools, crews, or individuals 
on the affected job. 

(E)(1) Any Time Standard, once established, may be exam­
ined or questioned at any time by the employees 
concerned or their representatives. The Company 
must check or verify the questioned standard by 
stop watch reading. 

(2) The Union reserves the right to witness the re-
study of a job under question, as well as the right 
to call upon its own Time Study Engineer to re­
fute or confirm the accuracy of a Time Standard 
under question. 

(3) The Company will allow the appointed Union Time 
Study Representative, or his appointee, off his job 
forty (40) hours per week whenever the plant is 
scheduled and paid A.S.T.H.E. or A.E.I,R„ which­
ever is higher, for making practice studies approved 
by the Company, restudy of a job under question, 
making production studies, investigating labor grade 



disputes, working up the results of any such stud­
ies, and investigating payment disputes, including 
preparing proper payment when approved by the 
Company. 

(F)(1) Any disputes arising over Time Standards or tasks 
established for jobs are subject to the established 
grievance procedure including arbitration. If (he 
settlement of a Time Standard grievance results in a 
changed Time Standard, the new standard will then 
be put into effect, except thai if it is higher it will be 
made retroactive to the date of issuance of the ques­
tioned standard. If the settlement of a day work task 
grievance results in a higher rate for the task, the 
effective date shall be the date of change of the task. 

(2) If any dispute regarding Time Standards is submit­
ted to arbitration, the Arbitrator is limited to ruling 
on the Time Standard under dispute. 

(3) Upon request, pertinent time study data and other 
information used in determining any new, revised or 
protested labor slandards will be made available to 
the Union for inspection in the company offices and 
at scheduled meetings between the Company and 
Union. Upon request, such data and other informa­
tion will be copied or duplicated and furnished to 
the Union with the understanding that confidential 
information and information not pertinent to the stan­
dard will not be included in the copy. Information 
furnished will not be disclosed to any party not di­
rectly concerned with the problem. 
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Section 7.03 - Administrative Policies - Wage Plan 

The following basic general policies will govern ihe admin­
istration of the Dunlop Standard Hour Wage Plan. 

(A) The Company will establish time standards for indi­
vidual operations and/or groups of operations. 

(B)(1) When il is necessary lo eslablish piece work rates or 
standards on new or changed operations, the Com­
pany shall furnish a copy of all new or changed job 
methods of sequences to the Union Division Chair­
man of the department so that he may review how 
the Company wants the job performed. 

(2) The Union Representative and the employee in­
volved will be informed whenever an Industrial En­
gineer is establishing or checking a standard, tak­
ing a production study or making a sequence check. 

(C)(1) The Union Division Chatrinan and the Committee­
man of the department affected will be notified of 
new time standards or changes in existing lime stan­
dards. Changes will become effective on the date of 
issuance of the time standard or standards. 

(2) All operators or group of operators including new em­
ployees and transferees will be notified of their lime stan­
dard in standard hours per 100 units as well as units 
required per hour to earn base rate (100%). They will be 
instructed on the job method and sequence before their 
time standard becomes effective. 
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(3) Operators will be given three (3) work days notice before 
the issuance of standards on a new job or on a job that 
has been placed on an off standard basis for revision due 
to a change in materials, methods or processes. 

(D)(1) Earned hours will be calculated on the payroll day 
basis by multiplying pieces produced by the stan­
dard time for the operation. 

(2) Wage payment for hours worked on incentive will be 
calculated by multiplying the operator's incentive 
key sheet base vale by his earned hours. 

(E) Average Earned Incentive Rate (AEIR) will be the rate deter­
mined by dividing the earnings on incentive work without over­
time. shift bonus or any other premium for the payroll quarterly 
period thirteen (13) weeks by the actual hours worked on incentive 
for the same period (earnings produced by an employee on an 
extra oveitimejob other than his regularjob or station shall not be 
included in the earnings for the computation of Average Earned 
Incentive Rate). The figure thus computed wiil be applicable for 
the succeeding payroll quarterly period (13 weeks) effective the 
third payroll week after the end of each quarter. A.E.I.R. shall not 
be al lowed to exceed 135% level. 

(F)(1) A minimum of 104 incentive hours of a payroll quar­
terly period are required to establish an AEIR and 
when the minimum hourly requirement is not met, 
the next previous payroll quarterly period that meets 
this requirement will be used to compute the AEIR. 

(2) In the case of the four (4) major officers of the Union 
and Members of the Union Negotiating Committee, if 
the minimum requirement is not met, actual incentive 
hours shall be used for Average Earned Incentive 
Rates. 
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(G) All incentive workers will be notilled of their new AEIR 
during the third week of each payroll quarterly period. 

(H) Average Earned Incentive Rate as computed above for 
the thirteen (13) week period will be used for each quarterly 
period wherever the payment of Average Earned Incentive 
Rate is called for in this Agreement. 

(I) Whenever a condition requiring the payment of Average 
Earned Incentive Rate arises in the case of an employee 
who has qualified as an incentive worker but has not yet 
been qualified for a full thirteen (13) week quarter, the AEIR 
for the previous day shall be used until the second week 
following the first calendar week the employee averages on 
or above the expected incentive make-out of 125%. From 
this until the employee qualifies for a full 13 week A.E.I.R., a 
weekly A.E.I.R. will be used from the second week prior. 

(J) An employee on an off standard job who has completed 
the training period and who would under normal conditions 
be considered a qualified incentive worker, shall be paid the 
Average Earned Incentive Rate of the job when his output 
equals the average output of the qualified incentive work­
ers being paid Average Earned Incentive Rate on an off 
standard basis or a proportion of the AEIR determined by 
his average output in terms of the average output of the 
qualified incentive workers. 

(K) A utility employee filling in on an incentive job and experienc­
ing conditions while working on the job (hat require payment of 
A.E.I.R., or 95.0% of A.E.I.R.. and who does not have cither rate 
established based on the previous day's earnings on this job will 
be paid the applicable A.E.I.R., or 95.0% of AEIR, based on the 
instant day for these conditions. 
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(L) When an employee works overtime on a job other than 
his own, and experiences conditions requiring payment of 
A.E.I.R., or 95.0% of A.E.I.R., he will be paid the rate of the 
job (for A.EJ.R. items) or 95.0% of A.E.I.R. for applicable 
payment items. 

(M) Crew Station Average Earnings for crews will be deter­
mined by multiplying the job labor grade incentive base 
rate of each station in the crew by the average percent of 
incentive make out attained by the crew during the previ­
ous quarterly payroll period (13 weeks). The figure thus 
computed will be applicable for the succeeding payroll 
quarterly period (13 weeks), effective the third payroll week 
after the end of each quarter. 

(N) Average Earned Incentive Rate will be paid individual 
incentive operators and established work station average 
earnings will be paid to members of a crew under the follow­
ing conditions: 

(1) For time spent at the request of the Company in 
the instruction of another operator. 

(2) On experimental and development work on which 
no incentive standard has been set. Experimental 
or developmenl work will be so identified and 
specifically assigned as such by the supervisor. 

(3) When an operator transfers temporarily at the re­
quest of the Company from his regular job to per­
form other work. 

(a) It is understood and agreed that in covering 
a job at Company request, first consideration 
will be given to the efficient operation of the 
department and the job will be covered by 
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the person having the most seniority provided he 
can be best relieved from his regular work. 

(b) If the current earnings of an operator trans­
ferring as above, or his incentive earnings or 
the full hourly rate on the job to which he 
transfers, exceeds his Average Earned Incen­
tive Rate, or Full Hourly Rate, the higher rate 
shall be paid. 

(c) Operators who are out of stock and are di­
rected by the supervisor to obtain stock so 
he can resume production will be considered 
and paid as a temporary transfer under this 
paragraph (N) of Section 7.03 for the time re­
quired to obtain the material. 

(4) For time specified to cover paid lunch periods 
and paid relief time. 

(O) Time Lost Due to Mechanical Breakdown, Stock Short­
age or Abnormal Stock Conditions 

For time lost in excess of six (6) minutes accumulative per 
day caused by mechanical breakdown, slock shortage or 
abnormal stock conditions that affect the daily earnings, 
incenlive operators will be paid the downtime rale of the 
job. Thedowniimc rate for each incenlive job shall be 95.0% 
of A.E.l.R. of the current average earned incentive rate paid 
the individual qualified incentive operators. If all the opera­
tions, or substantially all of the operations, in a department 
are affected by a major mechanical breakdown, or stock 
shortage, or if such operations are suspended due to condi­
tions beyond the control of the Company, such as fire, flood, 
tornado, etc., employees will only be eligible for delay time 
up to the time they are sent home. 
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Under the conditions of the above paragraph, there shall be 
no guarantee to provide work for the employees involved to 
complete the shift. It is understood, however, that available 
work will be offered to the employees affected in seniority 
order at the rate prevailing for that work. 

(P) Payment For Off Standard Incentive Work 

When it is necessary to place an incentive operation on an 
off standard basis, due to a change in materials, methods or 
processes, or when a change in method occurs such as 
revision of feed, speeds, tools, equipment, fixtures, plant 
layout, quality specification or working conditions, quali­
fied incentive workers will be paid the off standard rate of 
the job. The off standard rate of each incentive job will be 
95.0% of A.E.I.R. of the current Average Earned Incentive 
Rate being paid the qualified incentive operators. Opera­
tors must demonstrate incentive work effort during the "off 
standard" period to qualify for the off standard rate. If in­
centive standards are not reinstated within six (6) months 
from the date the job was declared to be off standard the job 
will be paid for at the off standard rate or Expected Incentive 
Earnings (125%) of the job labor grade, whichever is greater, 
at the completion of the six (6) month period. If the output 
during this "off standard" period measured in terms of the 
new time standards when established exceeds the 95.0% of 
Average Earned Incentive Rale paid, the higher earnings 
shall be paid on a retroactive basis. 

(Q) The following hourly rate will be paid to employees for 
time spent at meetings requested by Management, before 
or after working hours: 

(1) Incentive Workers -Current Average Earned Incen­
tive Rate or Guaranteed Minimum Hourly Rate -
whichever rate is the greatest. 
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(2) Hourly Workers - Actual Hourly Rate or Transfer 
Rate - whichever rate is the greatest. 

(3) Maintenance, Technical, Production Planning and 
Warehouse Office Employees - Actual Hourly Rate 
or Transfer Rate - whichever rate is the greatest. 

(R) Whenever a condition exists which the operator be­
lieves requires the application of an auxiliary rate, he shall 
immediately report such condition to his supervisor. If the 
abnormal condition is such that the auxiliary rate is not ap­
plicable. or there is no auxiliary rate, the supervisor will, if 
the condition warrants, declare the job off standard. 

(S) Reestablishing Average Earned Incentive Rate on a Job 
Affected by Major Equipment Change. 

An employee on a job that is declared to be off standard due 
to a major change in equipment will follow the procedure 
outlined below to reestablish his Average Earned Incentive 
Rate: 

(1) For the balance of the thirteen (13) week period 
following the effective dale of the new lime stan­
dards, he will be paid the Average Earned Incen­
tive Rale held at the lime of going off standard 
wherever Average Earned Incentive Rate is called 
for in this Agreement. 

(2) Beginning with the normal effective date of the 
next thirteen (13) week Average Earned Incentive 
Rate, the employee's new Average Earned Incen­
tive Rate will be established and paid as follows: 
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Section 7.05 - Computation of the Average Straight Time 
Hourly Earnings For the Work Week 

(A) The Average Straight Time Hourly Earnings for the 
Work Week (A.S.T.H.E.) shall be computed by dividing the 
total straight time earnings for the week by the total hours 
worked in the week. 

(B) A.S.T.H.E. will include the amountof any general wage 
increase or cost of living allowance which became effective 
since the period used for computation. 

Section 7.06 - Overtime Premium Pay 

(A) For department(s) on a Seven Day Schedule, double-
time shall be limited to work performed on a Holiday. In no 
event sha!! time and one-half be paid in addition to double 
time. 

(1) For double time payments, the premium for the 
hours worked shall be paid at one (I) times the 
A.S.T.H.E. 

(B) Time worked on a Holiday in excess of twelve (12) con­
tinuous hours will be compensated at the rate of triple time 
for the hours above twelve (12). 

(C) A Holiday is defined as a twenty-four (24) hour period 
from 7:00 a.m. to 7:00 a m 

(D) Only hours worked in an excess of forty (40) hours in a 
weekly pay period will be compensated at time and one-half. 
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(E) Hours not worked by a scheduled employee on a desig­
nated holiday, but compensated for, shall be counted as 
time worked for the purpose of computing overtime hours 
worked in excess of forty (40) hours per week. For Holidays 
falling on an employee's regular day oft the unworked holt-
day hours shall not be included as hours worked for the 
purpose of computing overtime. 

(F) When two (2) or more types of overtime or premium 
compensation are applicable to the same hours worked, only 
one (1) - !he greater - shall be paid. In no case will overtime 
or premium compensation be duplicated or pyramided. 

(G) If an employee is absent a part, or all, of a scheduled 
work day, or days within the scheduled standard work week 
of the payroll period, and evidence is presented that the 
absence was a contractually recognized absence, then the 
amount of time off due to the absence will be counted to­
wards the forty (40) hour requirement for overtime purposes. 
Permission, leave of absence, and disciplinary leave is not 
contractually recognized time off. Loss of work due to a 
first day injury will be counted towards the forty (40) hour 
requirement for overtime purposes. 

For time and one-half payments, the premium for the hours 
worked shall be paid at one-half lime the A.S.T.H.E. 

Section 7.07 - Shift Premium Pay 

(A) Shift premium pay shall be eighteen cents ($. 18) per 
hour for "B" shift and twenty-four cents ($.24) per hourfor 
"C" shift. 
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12 hour continuous operation 
Shift premium pay shall be twenty-eight ($.28) cents per 
hour for "C" and "D" shifts (will be paid on the hours of 7:00 
p.m. - 7:00 a.m. - premium time applies) 

(B) Overtime payments will apply to shift premium pay. 

Section 7.08 - Pay For Time Lost Due to Injury 

(A) Day of Injury shall be defined as the first day an em­
ployee, injured in the plant, suffers an actual loss of earn­
ings due to the injury. 

(B) An employee injured i n the factory who is treated in a hospital 
or sent home for the balance of the shift shall be paid his Averaged 
Earned Incentive Rate or his current hourly rate in the case of a 
daywork employee, incliisi ve of sh i ft bonus, for the balance of the 
shift hours except that total hours paid for the day inclusive of 
worked ti me shal I not exceed eight (8) hours, or twelve (12) hours 
for twelve hour schedule. 

Notwithstanding the above, an employee who is injured af­
ter he has completed his scheduled shift and is working 
overtime shall be paid his Averaged Earned Incentive Rate 
or his current hourly rale in the case of a daywork employee 
for the balance of the scheduled overtime hours. 

(C) [fan employee works on a lower rate for the balance of 
the shift hours because of such injury, he will be paid his 
Average Earned Incentive Rate or his current hourly rate in 
the case of a daywork employee for the balance of the eight 
(8) hour shift, or twelve (12) hour shift, (whichever is appli­
cable), on the day of injury only. If overtime hours are worked, 
the rate paid shall be the rate of the job. 



(D) An employee injured in the factory who is treated in the 
First Aid Department and returns to work the same shift 
shall be paid his Average Earned Incentive Rate or current 
hourly rate in the case of a daywork employee for the time 
spent in the First Aid Department. 

(E) Time spent in the First Aid Room shall also be interpreted to 
mean treatment in a doctor's office or hospital during the normal 
eight (8) hour working shift, or twelve (12) hour shift, {whichever 
is applicable), either directed and authorized by the Company 
Medical Department or directed and authorized by the State Com­
pensation Board of the insurance carrier. It is understood that in 
the latter case as far as possible such treatment wi II be arranged for 
other than working hours. 

Section 7.09 - Pay For Time Spent in First Aid Due to Illness 

(A) An employee reporting to the Medical Department be­
cause of non-occupational illness shall be paid his Average 
Earned Incentive Rate or current hourly rate in the case of a 
daywork employee for the time spent in said department. 

(B) An employee authorized to go home because of illness 
shall be paid to the time of such authorization. 

(C) It is understood and agreed that from time to time the serious 
nature of an illness may require an abnormal amount of time to be 
spent in the Medical Department. Such cases will not be covered 
in ihe above provision except as mutually agreed by the Union 
Grievance Committee and representatives of Management. 

Section 7.10 - Paid Twenty (20) Minute Lunch Period 

All employees covered by this Agreement shall receive a twenty 
(20) minute paid lunch period during the standard eight (8) 
hour work shift. 
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12 hour continuous schedule 
The employees will be allowed the following allowances for 
breaks and lunch: 

ten (10) minutes 
twenty (20) minutes 
ten (10) minutes 
twenty (20) minutes 
ten (10) minutes 

If working over additional four (4) hours, will be paid additional 
twenty (20) minutes and ten (10) minutes breaks and lunch. 

An employee working an eight (8) hour block shall receive 
for breaks and lunch ten (10) minutes, twenty (20) minutes, 
and ten (10) minutes. 

Section 7.11 - Cleanup Allowance 

Employees in Departments 701,703,779 will be paid an allowance 
for cleanup purposes, and in addition employees in Departments 
771,745, 768,705, and 783 who as a result of being required to 
perform work in Department 701. employees assigned to Light 
Duty work in Department 701. 
This allowance will be p;iid once per working day only and is based 
on payment equivalent to twenty (20) minutes at the fixed rate of 
the job. 

Cleanup time payment allowance is not to be included in 
determining Average Earned Incentive Rate, or work station 
average earnings. 
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Section 7.12 - Jury Duty Pay 

(A) Any employee who is required to serve in any court 
created by the Constitution of the United States or of the 
State of Alabama (or any other state), shall receive an amount 
equal to eight (8) limes, (or twelve (12) if a twelve hour 
schedule), his Average Earned Incentive Rate for an incen­
tive worker, or his current hourly rale in the case of a day 
work employee, less the fee or compensation, if any, he re­
ceived for serving as such juror, whenever such service re­
quires loss of time on a regularly scheduled work day. An 
employee required to report at a specific time for examina­
tion as a prospective juror shall be compensated as pro­
vided above to the extent he is required to lose time from 
work for such examination. When the examination exceeds 
four (4), (or six (6) if a twelve hour schedule), hours the 
prospective juror shall be considered on the "A" shift and 
shall be compensated for the entire eight (S) hours, (or twelve 
(12) if a twelve hour schedule). The examination notice is to 
be shown to the employee's supervisor within twenty-four 
(24) hours of receipt of notice. 

(It) Employees selected for jury duty who arc on other than 
the day shift shall be considered as having been scheduled 
for the day shift. 
An employee on the "C" shift who has been held over on 
Thursday past the normal hours of jury duly will be al­
lowed the option of W(trkin/> on the following "A " shift 
work day. 

12 hour continuous schedule 
Employees selected for jury duty who are on other than the 
day shift shall be considered as having been scheduled for 
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the day shift. An employee on the "C"or"D" shift who has 
been held over on Thursday past the normal hours of jury 
duty will be allowed the option of working on the following 
"A" or "B" shift work day. 

(C) In order to be eligible for the above payment employees must; 

(1) Notify their supervisor and exhibit the summons to 
report, on the next work day after receipt of such sum­
mons. 

(2) Furnish a written statement from the appropriate public 
official. showing the date and time seived and the amount 
of fees or compensation paid, if any. 

Section 7.13 - Emergency Call-In Pay 

Employees called to work at a time other than their regular 
shift by reason of emergency work shall receive at least four 
(4) hours pay. This guarantee of four hours does not apply 
to employees called in within three (3) hours in advance of 
their scheduled shift who continue to work their scheduled 
shift. All time not worked during the four hour period shall 
be paid for at straight time. All time worked beyond forty 
(40) hours in a payroll week will be paid at time and one half. 
Time worked less than forty (40) hours in a payroll week will 
be paid for at straight time. 

Section 7.14 - Holiday Pay 

(A) Designated holidays shall be New Year's Day, Easter, 
Memorial Day, Fourth of July, Labor Day. Thanksgiving Day. 
Day after Thanksgiving, the Day before Christmas, Christ-
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mas Day, the Day before New Year s Day and the Employee s 
Birthday. The Birthday holiday may be scheduled in conjunction 
with a plant shutdown. The Company will notify the Union no 
later than January I ofcach calendar year regarding the application 
of the Birthday Holiday. If the Company does not schedule the 
Holiday as part of a shutdown, the holiday will be utilized as a 
vacation day to be scheduled in accordance with the provisions 
outlined in Article Vlll and Memo 1 regarding Ihe scheduling of 
vacations. 
This birthday holiday shall be applied as follows for the term 
of this contract: 

1997 December 26.1997 
1998 Birthday Floating Holiday 
1999 Birthday Floating Holiday 
200OJuly5.2Q0O 

(B) Each employee will be paid at straight time for these 
holidays, and holidays that fall on unscheduled work 
days within shutdown period, at a daily rate computed 
at eight times his hourly rate inclusive of shift bonus. 

(7) For employees assigned to eight-hour operations. 
the hours of payment shell I be equal to the stan­
dard eieht (Si hour shift. 

(2) For employees assigned to twelve-houroperations. 
the hours of payment shall be: 

(a) In the case of any holiday falling in a vacation 
.shutdown period, eight (8) hours if it would have 
been a nonscheduled day and twelve hours if it 
would have been a scheduled day. 

<h> In the case of holidays not falling in a vacation 
shutdown period: 
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(i) Twelve (12) hours in the case of a holiday falling 
on one of his regularly scheduled work days. 

f ii) Eight (8) hours in the case of a holiday fal li ng on 
one of his regularly scheduled days off. 

(C) Payment ofholiday pay will be subject to the following 
conditions and requirements: 

(1) When a holiday specified in this Article falls within 
an eligible employee's vacation period, he shall be 
paid for such holiday. 

(2) An employee shall not be eligible for such payment 
if he fails to work the last scheduled shift before 
the holiday, and the first scheduled shift after the 
holiday unless evidence is presented that the ab­
sence was justified and reasonable. 

(3) Employees must have thirty (30) calendar days ser­
vice to be eligible for such payment. 

(4)(a) In the event of two (2) consecutive holidays, 
an employee shall not be eligible for pay for 
the first of the two (2) holidays if he is absent 
from work on his last regularly scheduled shift 
prior to the holiday, or shall not be eligible for 
pay for the second holiday if he is absent on 
his first regularly scheduled shift after the sec­
ond holiday without being previously excused 
by his supervisor or without presenting evi­
dence that his absence was justified and rea­
sonable. 

61 



(b) When a recognized holiday falls on a Friday or 
Monday, the intervening Saturday will not be 
considered a scheduled production day. The 
above shall apply except as the services of eli­
gible employees are required in the Shipping 
Department. When essential maintenance work 
is required on a Saturday following a Friday 
holiday or prior to a Monday holiday it is 
agreed thai qualified employees will cooper­
ate on a voluntary basis to make themselves 
available to the extent of the number of em­
ployees required. 

It is also agreed that the provisions of Article 
XI. Section 7 (Outside Contractors) will be 
waived for the work week containing the Sat­
urday. 

<c) When essential maintenance work is required on 
a holiday it is agreed that the provisions of 
Article XI, Section 7 (Outside Contractors) will 
be waived for the work week. 

(5) Employees who accept work assignments on a holi­
day and absent themselves on that day will not be 
eligible for any payment for the day unless evi­
dence is presented that his absence was justified 
and reasonable. 

(6) Employees who leave work pursuant to an approved 
sick leave or leave of absence up to thirty (30) cal­
endar days prior to a holiday or who return to work 
after an approved sick leave or leave of absence 
within thirty (30) calendar days of a holiday shall 
be paid for such holiday. 
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Employees eligible for Holiday pay under this pro­
vision and who are also eligible for disability ben­
efits under Section C or D of Part V of the Agree­
ment on Pension. Service Award and Insurance 
Benefits shall have the amount of such benefits 
payable for the day of the Holiday deducted from 
the Holiday benefit otherwise payable. 

(7) An eligible employee who returns to work in a holiday 
week, or in the week following the week in which the 
holiday occurred, shall be paid holiday pay. 

(8) An eligible employee laid off or retired during the 
week prior to the holiday week, or during he week 
the holiday occurs, shall be paid holiday pay pro­
viding he works his last scheduled shift. 

(9) In the event of an employee's death, any holiday 
pay to which he would have been entitled during 
the week in which the death occurs shall be paid 
to his beneficiary. If he has no beneficiary, such 
holiday pay shall be paid to the decedent's estate. 

(10) An eligible employee who leaves work to enter the 
Armed Forces up to thirty (30) calendar days prior 
to a holiday or is reinstated from the Armed Forces 
within thirty (30) calendar days of a holiday, shall 
be paid for such holiday. 

(11) An employee who is eligible to receive holiday pay 
and who is required to serve on a municipal, 
county, federal jury or grand jury on such holiday 
will not have jury duty pay deducted from his 
holiday pay. 
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However, such employee may elect to defer the lime off 
for the holiday(s) until his first scheduled shift immedi­
ately following the jury duty, provided he notifies his 
foreman of his desire to do so in sufficient time for the 
foreman to secure a replacement. 

Section 7.15 - Pay For Compensation Case Hearing 

(A) Whenever an employee loses lime during his scheduled 
work day due to required attendance at a hearing of the 
Compensation Case or deposition scheduled by the attor­
ney representing the Company regarding an injury suffered 
at this plant, he shall be compensated for the hours lost al 
Average Hourly Incentive Rate if an incentive worker, or 
current hourly rate in the case of a daywork employee, not to 
exceed a maximum of six (6) hours. 

(B) This clause shall become invalidated if coverage forlime lost at 
Compensalion Case hearing shall be provided by law. 

Section 7.16 - Military Training 

(A) An employee (with seniority) who is a member of a 
reserve component of the Armed Forces, who is required to 
enter active annual training duty or temporary special ser­
vices, shall be paid the difference belween the amount of 
pay he received from the state or federal governmcnl for 
such duty and normal daily earnings for time lost while on 
such duty up to a maximum period of twenty (20) days each 
government fiscal year. His normal daily earnings shall be 
calculated by multiplying his hourly rate, or if he is an incen­
tive employee, his A.E.I.R. by the number of hours in his 
regularly scheduled work shift. Such items as subsistence, 
rental and travel allowance shall not be included in deter­
mining pay received from state or federal government. Mili­
tary Pay received for days which arc not included in the 
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calculation of the employee's normal weekly earnings shall be 
disregarded in computing make-up pay under this provision. 

(B) An employee who meets all the qualifications of A., 
above, who is required to perform weekend military service 
shall be compensated for the time lost on Saturday, but the 
total payment under this Section shall be subject to the 
twenty (20) day limitation provided in A., above. The em­
ployee shall be paid the difference between the amount of 
pay he receives from the state or federal government for 
such weekend duty and his normal daily earnings calculated 
by multiplying his hourly rate, or if he is an incentive em­
ployee, his A.E.I.R., by the number of hours in his regularly 
scheduled work shift. 

Section 7.17 -Military Service-Physical Examination 

When an employee loses time during his scheduled work 
day due to required attendance for a physical examination 
prior to entering the Military Service, he shall be compen­
sated for the hours lost at Average Earned Incentive Rate or 
current hourly rate in the case of a day work employee not to 
exceed a maximum of eight (8) hours. These employees will 
be considered on the "A" shift and will be paid per occur­
rence or for each examination. 

Section 7.18 - Funeral Pay 

(A) An employee with seniority who suffers a death in his 
family shall be entitled to funeral pay in accordance with the 
following: 

(1) If the employee is absent from work due to 
death of his parent (including step-parent), 
child (including those legally adopted), step-
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child, spouse, grandparent, (including 
spouse's grandparent), step-grandparent (in­
cluding spouse's step-grandparent), great-
grandparent (including great-grandpareni of 
spouse), grandchild, daughter-in-law, son-in-
law, sister-in-law, brother-in-law, mother-in-law 
(including step-mother-in-law), father-in-law 
(including step-father-in-law), brother (includ­
ing step brother and half-brother), sister (in­
cluding step-sister and half-sister), or depen­
dent who lives in his household, he will be 
paid for the time lost from his regular sched­
uled work shift up to a maximum of twenty-
four consecutive working hours. 

Employees working 12 hours per day on a 
seven (7) day continuous operation who are 
absent from work because of the death of a 
family member as listed above who is sched­
uled for work during the next three (3) calen­
dar days immediately following the day of the 
death will be paid for up to a total of the thirty-
six (36) hours, excluding any time worked dur­
ing this thirty-six (36) hour period. 
In the application of this clause with respect to in-laws, 
payment for any such relationship will be limited to those 
resulting from the employee's current marital status. 
Where a marriage has been icnninuicd by death and 
there hits been no subsequent remarriage, the in-law 
relationships will be recognized. 
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With prior approval by the Industrial Relations 
Department, exceptions to the consecutive work 
day requirement may be made in cases of proven 
compelling circumstances. 

(2) The rate of pay for each day shall be eight (8) times. 
(twelve (12) if twelve hour continuous schedule). 
Average Earned Incentive Rate, if an incentive 
worker, or his current hourly rale in the case of a 
daywork employee. 

(3) An employee on vacation will be eligible for pay­
ment under this provision in the same manner as an 
employee who is working when the death occurs. 
However, such employee may extend his vacation 
by the number of days he is eligible for payment 
under this provision provided he notifies his fore­
man promptly of the funeral and in sufficient time 
for the foreman to secure a replacement. If he does 
not extend his vacation, he shall be paid for the 
maximum number of days provided hereunder. Fn 
the application of this paragraph, an employee will 
be considered to be on vacation at the completion 
of his last scheduled shift prior to the beginning of 
his vacation. 
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ARTIC1.EVII] 
VACATIONS 

Section 8.01 - Eligibility and Vacation Pay 

(A) The vacation period covers the entire calendar year from 
January I st to December 31 si. 

(B) Employees on the active payroll on December 31 st or the 
end of the Company's fiscal year, whichever is earlier, shall 
receive vacation with pay in accordance with the following: 

(1) Employees who complete one (1) year of service dur­
ing the calendar year shall receive two (2) weeks. 
(eighty (80) hours for twelve hour schedule), of va­
cation with pay. 

(2) Employees who complete five (5) years of service 
during the calendar year shall receive three (3) weeks, 
(one hundred twenty (120) hours for twelve hour 
schedule), of vacation with pay. 

(3) Employees who complete ten (10) years of service 
during ihe calendar year shall receivcfour(4) weeks. 
(one hundred sixty (160) hours for twelve hoursched-
ule). of vacation with pay. 

(4) Employees who complete twenty (20) years of ser­
vice during the calendar year shall receive five (5) 
weeks, (two hundred (200) hours for twelve hour 
schedule), of vacation with pay. 

(5) Employees who complete twenty-five (25) years of 
service during the calendar year shall receive six (6) 
weeks, (two hundred forty (240) hours for twelve 
hour schedule), of vacation with pay. 
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12 hour continuous schedule 
The employee's vacation time will be determined by the 
proper number of eligible hours. Vacation must be sched­
uled as full scheduled day. Fractional day vacation hour 
allowances must be scheduled as full scheduled days, that 
portion of the day equal to the vacation allowance will be 
paid as vacation with the balance of (he day being treated as 
permission. Employees may choose to receive pay in-lieu 
for the hours of fractional day vacation allowances. 

(C)(1) Each week of vacation pay shall be 2% of the 
previous calendar year's gross earnings. In­
cluded in the gross earnings is the total money 
paid to the Union members by the Union for 
working hours lost due to official Union activ­
ity, total money paid through the Supplemental 
Unemployment Benefit Agreement, Worker's 
Compensation and S&A Benefits paid through 
the Pension. Service Award and Insurance Ben­
efits Agreement. 

(2) Forty (40) hours times the employee's fourth 
quarter Average Earned Incentive Rate, if an 
incentive worker, or Fixed rate in case of a 
day work employee in the production unit. 

(3) Forty-six (46) hours limes the employee's fourth 
quarter job classification rate for employees in 
the maintenance unit. 

(D) In the event an employee dies before he has completed 
the vacation to which he would have been entitled, his vaca­
tion pay shall be paid to his life insurance beneficiary on file 
in the Human Resources office. If he has no beneficiary, 
such vacation shall be paid to the decedent's estate. 
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(E) Employees entitled to a vacation who are laid off, resign, or 
discharged shall be entitled to vacation pay at time of exit. 

(F) Employees with the approval of their supervisor may 
elect to receive vacation pay in lieu of taking vacation time. 

Vacation payment in-licu requests may be made during the 
first week of the year but payment will not be made prior to 
the 4th payroll week of the year. 

(G) In scheduling vacations, senior employees will be given 
preference in the selection of vacation weeks. Seniority 
used for vacation preference is Company seniority - that is 
total working time with Dunlop. 

(H) In addition to any vacation to which he is eniitlcd 
pursuant to the above eligibility provisions, an employee 
who is retired on early or normal pension, or who is retired 
on a Disability Pension, will be entitled to vacation pay 
based on the applicable percentage of his actual gross earn­
ings in the current calendar year as follows: 

Completion of 10 years of Service - 4 weeks - 8% 
Completion of 20 years of Service - 5 weeks - 10% 
Completion of 25 years of Service - 6 weeks - 12% 

(I)(l) Employees who have scheduled a full week or 
weeks of vacation will not be scheduled an the 
preceding Saturday of the vacation. 

(2) The Company will allow the employee with a 
day of split-week vacation on Friday to be off 
with permission on Saturday. An employee with 
a day of split-week vacation on Monday will 
be allowed off with permission on the preced­
ing Saturday if his job can be covered. The 
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number of employees who schedule the Friday 
and/or Monday will determine the availability of 
Saturday as a day of vacation. 

Section 8.02 - Split Vacation 

(A) An empJoyee who is entitled to vacation in excess of the 
scheduled vacation period, may elect to split two (2) of the 
excess weeks, (eighty (80) hours for twelve hour schedule). 
Employees who are eligible for three (3) or more weeks of 
vacation and are required lo work during the scheduled va­
cation periods in accordance with Article VIII, Section 8.03 
(C), may elect to split two (2) weeks, (eighty (80) hours for 
twelve hour schedule), of their vacation. Arrangements for 
a split-week vacation must be made in advance in the same 
manner as requests for a full week vacation. All eligibility 
for the initial split week vacation must be exhausted prior to 
any utilization of an additional split week. 

(B) Employees who arrange for a split week will receive a 
full week vacation check during the week prior to the days 
that are first taken as vacation. Employees who arc granted 
a day of vacation will have the option of one-fifth of their 
weekly vacation money for that day of vacation. Employ­
ees who do not schedule all of their eligible vacation days 
during the calendar year will be paid in-lieu at the end of 
the year for days neither taken or paid. Arrangements for 
the days of the split vacation week must be made in ad­
vance and the time off will be scheduled in the same man­
ner as a full week of vacation. 

Section 8.03 - Plant Shutdown Periods 

(A) The Company may schedule shutdown periods for all 
or pari of the plant to accommodate necessary mainte­
nance. repair, installations and vacation. The Company 
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must post a general notice at least sixty (60) days in advance, 
but no later than January 1,1999 regarding l999shutdown(s) 
and January 1,2000 regarding a 2000 summer shutdown. No 
more than a total of two shutdown periods may be scheduled 
in a calendar year. It is not the intent of this section to sched­
ule a shutdown week in such a manner as to eliminate a nego­
tiated holiday. 

(B) All employees eligible for vacation must save enough 
vacation to use during the posted shutdown period(s). 

(C) The above shall apply except as the services of eligible 
employees are required in the Receiving, Shipping, Mainte­
nance, and Sanitation Departments. 

(D) When employees are required to work during the plant shut­
down period(s). the Company will endeavor to provide vacation at 
a time which meets the desires of eligible employees. 

(E) Any employee not eligible for vacation during plant 
shutdown will be offered general cleanup work before going 
to outside contractors, temporary help, or any other type of 
employment for the purpose of cleanup. This offering of 
work will be made to the Production Unit employees first in 
seniority order. Technical and Production Planning shall be 
considered as one group and will have this work also of­
fered in seniority order after Production Unit has been of­
fered the work. 

(F) The Company may schedule the shutdown and start­
up operations in a staggered fashion to accom-modatc pro­
duction needs. 



(G) The Company shall retain the right to schedule or not to 
schedule a summer and/or winter shutdown period follow­
ing the 1998 calendar year, in accordance with the terms of 
this Section. If the Company schedules a winter shutdown 
it shall be from 7:00 A.M. December 23 through 7:00 A.M. 
January 2. If the Company schedules a summer shutdown, it 
will be during the month of June and/or July. 

ARTICLE EX 
SENIORITY 

Section 9.01 - General 

(A) Seniority is continuous service with the Company, com­
piled by time actually spent on the payroll, plus properly 
approved absence or time laid off as specified in the terms of 
this Article. Employees who voluntarily resign or are dis­
charged for cause terminate their seniority. 

(B) New employees shall have no seniority status until they 
have completed sixty (60) calendar days of employment. At 
the end of this probationary period, seniority will date back 
to date of hire. The Company has the right to transfer or 
terminate the services of employees during the first sixty 
(60) calendar days of employment. Probationary employees 
are excluded from Job Progression. 

(C) In circumstances where employees having the same 
seniority date are affected by seniority matters, the birth 
month and day of the employees shall determine their se­
niority. Application of this rule shall be with the earliest date 
of the calendar year being most senior. 
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(D) There are three (3) seniority units (Production, Mainte­
nance, and Technical), each having separate seniority lists, 
and there shall be no infringement of one by the other. 

(E) An employee with seniority who is interested in trans­
ferring from the Production Unit to the Maintenance or Tech­
nical Unit or vice versa and whose job application indicates 
the necessary qualifying experience will be considered for 
job vacancies that are no longer subject to the job posting 
procedure. 

Employees interested in transferring into another unit must 
have a "Request for Transfer" card on file with the Person­
nel Department and must submit any documentation which 
will verify any qualifications that the employee may have. 

To request a transfer to a specific vacancy the employee 
should sign the job posting for which they are requesting 
transfer. If the posting comes down as a "no bid" within its 
original seniority unit, the employee applying for intcrplant 
transfer and who has signed the posting will be considered 
for the opening. 

Employees who transfer from one seniority unit to another 
arc eligible to bid for or transfer to another job or seniority 
unit after they have completed twelve (12) months continu­
ous service on the job secured by transfer. 

(F) Seniority rights and privileges are terminated for the 
following reasons: 

(1) Discharge for Cause. 
(2) Quit. 
(3) Employees who have been absent for three (3) con­

secutive working days without notification to the 
Company will be considered as having quit with­
out notice unless satisfactory evidence has been 
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submitted showing that the employee was unable 
to comply. 

(4) Retirement. 
(5) Failure of a laid offemployee to inform the Company 

of his intentions to return to work in accordance 
with conditions set forth in Article IX, Section 9.11 
of this Agreement. 

(G) Definition of a Job 

(1) A job is a job for seniorily, overtime and posting 
purposes when there are four (4) hours work per 
day and not less than twenty (20) hours per forty 
(40) hourweek under the job title. 

(2) When the above conditions are met or not met for 
two (2) successive weeks, the job will be reviewed 
to determine if a job does or does not exist for se­
niority or posting purposes. Work which totals 
four (4) or more hours per day may not necessarily 
have to be posted as a job, if said decision is made 
to provide work for employees who do not have a 
full day's work. 

(3) When several different jobs make up a day's work 
and one of the jobs making up the day's work ex­
ceeds four (4) hours, then the job shall be posted 
"Job Title (Name of Job) plus Other Work" and 
seniority shall be accumulated on the Job Title. 

(4) When normal production requirements provide 
eight (8) hours work on a "Job Title and Other 
Work" job for a two (2) week period, the "Other 
Work" will be dropped from the Job Title. 

75 



(H) Production jobs or Station-initial job assignment or re­
assignment. When job assignment or reassignment occurs 
at the same lime for two or more employees in the same job 
classification who work for the same supervisor, the choice 
of available work will be made by seniority providing the 
employee is fully qualified to perform the chosen job. 

(I) When a short work day or short week occurs, senior 
employees will be given the option to work or not on their 
job and shift. If no person accepts the work on the job, the 
junior qualified person on the job will be required to work. 

(J) - Maintenance Work Jurisdiction 
The Company and Union recognize that substantial changes 
are required and necessary to improve the flexibility and 
efficiency of the maintenance functions. Improvements in 
productivity and flexibility in the utilization of the mainte­
nance craftsmen are essential based on the principles that 
no trade or craft "owns" work, that lines of demarcation 
between crafts and subclassifications are archaic and un­
justified and that work must be performed in the most effi­
cient and competitive manner. Consistent with these prin­
ciples it is specifically agreed that: 

(1) Work performed by any maintenance classifica­
tion or craft will be performed by any assigned 
maintenance employee to the best of their capa­
bilities. 

(2) Employees in the maintenance division classifica­
tion may at the discretion of the company be 
assigned appropriate work in such maintenance 
classifications as needed without regard to cur­
rent job station assignment or sub-classification. 
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(3) The Company shall develop a list of unskilled or 
semiskilled work which has been traditionally per­
formed by the maintenance classifications such as 
painting, mounting ticket holders, clean out feedboxes. 
Upon mutual agreement with the Union this list may 
be periodically updated and this work may be rea­
sonably assigned to production classifications or 
other non-maintenance classifications. 

(K) Hourly Supervisors 
The Company has the right to establish Hourly Supervisor 
Classifications. 

Section 9.02 - Filling a Vacancy - Maintenance Unit 

(A) Eligibility 

(1) Employees must have eighteen (18) months ser­
vice from date of hire to bid for a job vacancy 
outside his classification. 

(2) Job Awards are effective on the day the job post­
ing comes down from the plant posting board. 
Employees bidding for and awarded a job are eli­
gible to bid on another job after they have com­
pleted twelve (12) months continuous service from 
the effective date of their prior job award. 

(3) Employees bidding for a job in another classification 
must have the necessary qualifying experience. 

(4) In determining qualifications for filling a job va­
cancy, all facts in reference to the employee's work 
record will be reviewed. 
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(B) Procedure 

(1) A vacancy occumngon a job will be filled as follows: 

The vacancy shall be posted on the Plant Job Post­
ing Board for forty-eight (48) hours, exciuding hours 
when normal operations are not scheduled. The 
qualified senior eligible employee who bids for the 
job shall be awarded the vacancy. The employee's 
name on the job posting notice shall signify his 
acceptance of the posted vacancy except that he 
may withdraw his bid any time within the period 
the job is posted. 

An employee who is out of the plant due to a rec­
ognized absence on the day a job is posted, may 
have a Union representative sign for such job, if 
specifically authorized by the absent employee. In 
signing for the absent employee the Union repre­
sentative shall sign the employee's name and his 
full name to the posting. 

(2) To facililale.the job posting procedure, it is agreed 
that the job openings will be listed on the above 
bulletin boards. Interested, eligible employees 
will sign for these jobs on a duplicate posting 
in the Personnel Office between the hours of 
7:00 a.m. and 5:00 p.m., or at other limes in the 
vestibule in the main hall entering the Benefits 
Office. 

(3) The job posting procedure shall be limited to a 
maximum of four (4) job postings including the 
original vacancy. 
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(C) Vacancy 

When, an employee has been absent from a job for six (6) 
calendar months or more, or when il is anticipated that such 
absence will continue for six (6) months or more due to medi­
cal leave of absence or any other inactive status under Sec­
tion 9.11 (B). (C). (D). (E). or (G). the position shall be de-
clared a vacancy and may be filled by the Company through 
temporary transfer in accordance with Section 6.09. with 
overtime or by posting the job for bid on a temporary basis. 
If the Company elects to fill the vacancy .through a posting 
for a temporary vacancy, the following rules will apply: 

1. The job posting notice will clearly state that the posting 
is for a temporary absence replacement position. Such 
temporary absence replacement positions will be sub­
ject to the following conditions. 

2. The temporary absence replacement employee will 
assume the seniority rights of the absent employee. 
while on that job, for overtime shift and machine 
preference purposes. The selection of machine 
and shift preference will bejnade by the absent 
employee. 

3. The successful bidder to the temporary absence 
replacement vacancy will remain in that position 
unless he successfully bids on a permanent va­
cancy in that same job or bids successfully on 
another job, in which event the temporary absence 
replacement vacancy will be rebid. 

4. In the event the absent employee returns to work 
he will displace the employee in the temporary 
absence replacement position irrespective of their 
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relative seniority. The displaced employee will 
then be subject to placement in accordance with 
the provisions of Section 9,09. 

5. If a reduction in force occurs in that classification. 
the employee in the temporary absence replace-
rPSQt.posiliQn shall be laid off when the seniority 
of the absent employee would have caused the 
absent employee to be laid off from their job. The 
temporary absent replacement would then be eli­
gible for placement in accordance with Section 
9JE 

6. In the event it is determined the absent employee 
will not return, the temporary absence replace­
ment position will be declared a permanent posi­
tion and will not be subject to reposting. 

Section 9.03 - Filling a Vacancy - Production Unit 

(A) Eligibility 

(1) Employees-.must have eighteen (18) months service 

from date of hire to bid for a job vacancy outside 
his classification. 

(2) Job Awards are effective on the day that the job 
posting comes down from the plant posting board. 
Employees bidding lor and awarded a job arc eli­
gible to bid on another job after they have com­
pleted twelve (12) months continuous service from 
the effective date of their prior job award. 

(3) In determining qualifications for filling a job va­
cancy, all facts in reference to the employee's work 
record will be reviewed. 
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(B) Procedure 

(1) A vacancy occurring on ajob will be filled as follows: 

(a) If the vacancy is an operator's station on a 
crew job, job progression will take place within 
the crew to fill the operator's station. If the 
operator's station is not filled by job progres­
sion, the job will be offered to department Util­
ity employees in seniority order, A crew shall 
be defined as having two (2) or more employ­
ees, or the provision for the same, in separate 
classifications assigned to the equipment or 
the operation. 

(b) Employees who accept an "operator's station" 
as a result of crew progression shall not be 
eligible to bid for another job until they have 
completed twelve (12) months continuous ser­
vice on the operator's station. 

(c) The vacancy resulting from (a) above, or a va­
cancy on a non-crew job, shall be posted on 
the Plant Job Posting Board for forty-eight (48) 
hours, excluding hours when normal opera­
tions are not scheduled. The qualified senior 
eligible employee who bids for the job shall be 
awarded the vacancy. The employee's name 
on the job posting notice shall signify his ac­
ceptance of the posted vacancy except that he 
may withdraw his bid any time within the pe­
riod the job is posted. 

An employee who is out of the plant due to a 
recognized absence on the day ajob is posted, 
may have a Union representative sign for such 
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job, if specifically authorized by the absent em­
ployee. In signing for the absent employee the 
Union representative shall sign the employee's 
name and his full name to the posting. 

(2) To facilitate the job posting procedure, it is agreed 
thai the job openings will be listed on the above 
bulletin boards. Interested, eligible employees will 
sign for these jobs on a duplicate posting in the 
Personnel Office between !hc hours of 7:00 a.m. 
and 5:00 p.m., or at other times in the vestibule in 
the main hall entering the Benefits Office. 

(3) The job posting procedure shall be limited to a maximum of 
four (4) job postings including the original vacancy. 

(C)(!) Except as is set forth in (C)(3) below, when additional 
manpower is required to cover for absentees due to 
injury, illness, leave of absence, vacations, etc., and 
a true vacancy does not exist, the Company may 
temporarily transfer an employec(s) in accordance 
with Section 6.09 or. fill with overtime, or utilize the 
present departmental utility grouper hire additional 
utility employees. 

These additional Utility openings are exempt from 
the norma! procedure of filling a vacancy (Article 
IX, Section 9.03) and the Company will hire from 
outside source if cannot be filled. 

(2) Employees who are abseni because of injury or 
illness will have their job rights protected in line 
with (lieir seniority for the period of time they cO!>-
linuc to accumulate seniority. 



(3) When an employee has been absent from a )ob for 
six (6) calendar months or more, or when it is an­
ticipated that such absence will continue for six 
(6~) months or more clue to medical leave of ab­
sence or any other inactive status under Section 
9.11 (B). (C). (D). (E\ or (G\ the position shall 
be declared a vacancy and may be filled by post­
ing the iob for bid on a temporary basis as set forth 
above. If the Company elects to fill the vacancy 
through a posting for a temporary vacancy, the 
following rules will apply: 

1. The job posting notice will clearly state that the post­
ing is for a temporary absence replacement position. 
Such temporary absence replacement positions will 
be subject to the following conditions. 

2. The temporary absence replacement employee 
will assume the seniority rights of the absent 
employee, while on that job, for overtime shift 
and machine preference purposes. The selec­
tion of machine and shift preference will be made 
by the absent employee. 

3. The successful bidder to the temporary absence re­
placement vacancy will remain in that position un­
less he successfully bids on a permanent vacancy in 
that same job or bids successfully on another job in 
which event the temporary absence replacement 
vacancy will be refrid. 

4. In the event the absent employee returns to 
work he will displace the employee in the tem­
porary absence replacement position irrespec-
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tive of their relative seniority. The displaced 
employee will then be subject to placement in 
accordance with the provisions of Section 9.09. 

5. If a reduction in force occurs in that classifica­
tion. the employee in the temporary absence 
replacement position shall be laid off when the 
seniority of the absent employee would have 
caused the absent employee to be laid off from 
their job. The temporary absent replacement 
would then be eligible for placement in accor­
dance with Section 9.09. 

6. In the event it is determined the absent em­
ployee will not return, the temporary absence 
replacement position will be declared a perma­
nent position and wilt not be subject to 
reposting, 

Section 9.04 - Filling a Vacancy - Technical Unit 

(A) Eligibility 

(1) Employees must have eighteen (18) months serv ice from 
date of hire to bid fora job vacancy outside his classifi­
cation. 

(2) Job Awards are effective on the day that the job posting 
comes down from the Plant Posting Board. Employees 
bidding for and awarded a job are eligible to bid for 
anotherjob after they have completed twelve (12) months 
continuous service on the job he secured by bidding. 

(3) In determining qualifications forfilling a job vacancy, all 
facts in reference to the employee's work record will be 
reviewed. 
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(B) Job Progression 

(1) When a vacancy occurs on a classification (job 
title) within a group the vacancy will be offered to 
the qualified eligible employees within the group in 
seniority order. The established groups for the 
Technical Unit are as follows: 

Group I 

Group II 

Group III 
Group IV 
Group V 

-Cure Technician 
-Process Control Technician 
-Specifications Technician 
- Tire Analysis Technician 
- Test Room Technician 
- Mixing Control Technician 
-Lab Technician 
- Quality Assurance Technician 
- Vanning Technicial 

If anew classification is created the Company and 
the Union Bargaining Committee will place the new 
classification within a group by mutual agreement. 

(a) A vacancy which is a replacement for an exist­
ing job will be offered only to qualified em­
ployees in the group in seniority order who 
are on a job title other than the job title of the 
vacancy. 

(b) A vacancy which results from an increase in 
the number of jobs within a classification (job 
title) or the creation of a new classification 
within a group will be offered to all qualified 
employees in the group in seniority order. 

Employees awarded a job through group pro­
gression are eligible to bid or progress on 
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another job after they have completed twelve 
(12) months continuous service on the job 
secured by group progression. 

(2) The vacancy resulting from application of (B)(1) 
above shall be posted on the Plant Job Posting 
Board for forty-eight (48) hours, excluding hours 
when normal operations are not scheduled. The 
qualified senior eligible employee who bids for the 
job shall be awarded the vacancy. 

The employee's name on the job posting notice 
shall signify his acceptance of the posted vacancy 
except that he may withdraw his bid any lime within 
the period the job is posted. 

An employee who is out of the plant due to a rec­
ognized absence on the day a job is posted, may 
have a Union representative sign for such job, if 
specifically authorized by the absent employee. In 
signing for the absent employee the Union repre­
sentative shall sign the employee's name and his 
full name to the posting. 

(3) To facilitate the job posting procedure it is agreed 
that the job openings will be listed on the above 
bulletin boards. Interested eligible employees will 
sign for these jobs on a duplicate posting in (he 
Personnel Office between the hours of 7:00 a.m. 
and 5:00 p.m., or at other times in the vestibule in 
the main hall entering the Benefits Office. 

(4) The job posting procedure shall be limited to a maximum of 
four (4) job postings including the original vacancy. 
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(C) Vacancy 

When an employee has been absent from a job for six (6) 
calendar months or more, or when it is anticipated that such 
absence will continue for six (6) months or more due to medi­
cal leave of absence oranv other inactive status under Sec­
tion 9,11 <B). (C). (D). (E). or (G). the position shall be de-
clared a vacancy and may be filled bv the Company through 
temporary transfer in accordance with Section 6.09. with 
overtime or by posting the job for bid on a temporary basis, 
If the Company elects to fill the vacancy through a posting 
for a temporary vacancy, the following rules will apply: 

1. The job posting notice will clearly state that the 
posting is for a temporary absence replacement 
position. Such temporary absence replacement 
positions will be subject to the following condi­
tions. 

2. The temporary absence replacement employee will 
assume the seniority rights of the absent employee. 
while on thai job, for overtime, shift and machine 
preference purposes. The selection of machine and 
shift preference will be made by the absent em­
ployee. 

3. The successful bidder to the temporary absence 
replacement vacancy will remain in that position 
unless he successfully bids on a permanent va­
cancy in that same iob or bids successfully on an­
other job in which event the temporary absence 
replacement vacancy will be rebid. 

4. In the event the absent employee returns to work 
he will displace the employee in the temporary ab­
sence replacement position irrespective of their relu: 
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tive seniority. The displaced employee will then be 
subject to placement in accordance with the provi­
sions of Section 9.09. 

5. If a reduction in force occurs in that classification. 
the employee in the temporary absence replace­
ment position shall be laid off when the seniority of 
the absent employee would have caused the ab­
sent employee to be laid off from their job. The 
temporary absent replacement would then be eli­
gible for placement in accordance with Section 9.09. 

6. In the event it is determined the absent employee 
will not return, the temporary absence replacement 
position will be declared a permanent position and 
will not be subject to rcposting. 

Section 9.05 - Job Transfer 

If an employee cannot be transferred within a two (2) week 
period after he has been awarded a job through the Job 
Posting procedure the reasons shall be fully explained to the 
employee and his Division Chairman. 

If an employee cannot be transferred within a four (4) week 
period after he has been awarded a job through the Job 
Posting Procedure, his rale progression on the new job will 
start fifteen (15) calendar days after he was awarded the job. 

Section 9.06 - Medically Restricted Employees 

(A) Employees who have been certi (led by the Company Medical 
Department as unable to continue on their job shall take any va­
cancy (available for outside hire) for which they are qualified. Quali­
fied, for the purpose of this Section 9.06, shall mean that the job 
requirements arc within the medical restrictions of the employee. 
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(B)(1) If there are no such vacancies, the medically re 
stricted employee shall displace the employee of 
least Company service if qualified. If not qualified, 
the employee shall move up the seniority list until 
finding the First job for which he is qualified. In no 
case may the medically restricted employee displace 
an employee with more seniority than the medically 
restricted employee. 

(2) Employees who are transferred under provisions of (B) 
(I) above shall not be permitted to transfer to or work 
overtime on jobs they arc not qualified to perform on a 
full time basis. Should there be a surplus of manpower 
in theirclussification they will be transferred or laid off 
in accordance with their seniority. The restrictions 
placed on the employee will be removed upon satisfac­
tory medical evidence that the employee is capable of 
satisfactorily performing other jobs throughout the 
plant. The employee shall be required to have his medi­
cal condition reevaluated yearly by the Company doctor. 

<C) Employees displaced under Paragraph (B) (1) shall be 
placed under Article IX, Section 9.09. 

(D) Employees placed under paragraphs (A) or (B) of this 
section shall acquire job bidding rights after twelve (12) 
months continuous service on the job. 

Section 9.07 - Disqualified Employees 

(A) An employee with seniority bidding for or accepting ajob 
assignment who has put forth the proper effort but is found 
not adapted to the job and thus disqualified, shall take a va­
cancy (available for outside hire) for which he is qualified, or, 
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(B) If there are no vacancies, the disqualified employee 
shall displace the employee with the least Company ser­
vice, if qualified. 

(C) If not qualified for the job of the employee with the least 
Company service, the disqualified employee shall move up 
the seniority list until finding the first job for which he is 
qualified. In no case shall the disqualified employee dis­
place an employee with more seniority than the disqualified 
employee. 

(D) The Division Chairman shall be notified in writing at the 
time of disqualification. 

(E) Employees placed under paragraphs (A), (B), or (C) of 
this section shall acquire job bidding rights after twelve (12) 
months continuous service on the job. Employees displaced 
under paragraphs (B) and (C) shall be placed under Article 
IX, Section 9.09. 

Section 9,08 - Shift, Machine, Area or Station Preference 

(A) On the first Monday in January, employees working in the 
same job classification shall be given the opportunity to 
exercise shift preference in accordance with their plant seniority. 

Employees on the 7-day operation will exercise their prefer­
ence under this article on the first scheduled shift reporting 
alter New Year's Day. 

Employees will be canvassed Monday through Friday of 
the first week in November in the prior year. Employee 
selections will be posted on 10:00 A.M. Monday of the 
second week and will remain posted until (0:00 A.M. Fri­
day. No changes in shift selection will occur after 10:00 
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A.M. Friday. When shutdowns or other circumstances inter­
fere with this provision, the dates may change by mutual agree­
ment of the Company and the Bargaining Committee. 

Station, area, or machine preference shall be taken on the 
first scheduled shift in January. 

Anyone moved outside of their preferenced area (Mainte­
nance only) will be by seniority option if the move is in a 
non-overtime situation. 

A'hcn an employee (excluding Maintenance Unit) is moved 
' f rom his preferenced machine or station and another em­

ployee operates the vacated machine or station, the original 
I employee will have an option to return to his preferenced 
1 machine or station. The option exercised by the original 

employee will be binding. 

The Company does not post jobs on the Plant Job Posting 
Board for the period beginning the Monday of the first week 
of a two (2) week period during which the plantwide shift 
preference is being determined. Job vacancies subject to 
posting will be carried through this period as vacancies to 
be posted on the original shift. 

Employees will be allowed to "swap shifts" for a period nor­
mally two (2) weeks at a time. These swaps will be offered to 
the senior employee affected and shall be subject to ap­
proval by the Department Managers. There may be situa­
tions that swaps will exceed the two (2) week limit. When a 
swap exceeds the two (2) week limit because of an unusual 
situation, Such swap is subject to approval by the Dept. 
Manager and the Division Chairman. This also will be done 
in seniority order. 
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When employees trade shifts, they will assume one another's 
seniority for the job selection only. Also, they will assume 
one another's position on the overtime charts (except for 
the double time chart) for the duration of the trade. 

Employees who are allowed to "swap shifts" on the seven-
day operation will assume one another's seniority for the 
job selection only. Also, they will assume one another's 
position on the overtime charts, including the double time 
chart, for the duration of the trade. 

(B) All employees will maintain a current Shift Preference 
Card on file with the department indicating their order of 
preference for shifts. Prior to a job vacancy being 
posted for bid, employees on that classification will be 
given the opportunity, in seniority order and in accor­
dance with their Shift Preference Card, to move to the shift 
of the vacancy. The vacancy resulting from this exercise of 
shift preference will then be offered to employees on that 
classification in accordance with their seniority and Shift 
Preference Cards. The vacancy resulting from this exercise 
of shift preference wilt become the vacancy subject to the 
posting procedure. 

Section 9.09 - Job Reduction or Elimination 

(A) When jobs, operations, or departments are reduced or 
eliminated, employees affected will be given a seven (7) day 
written notice of lay off, and will be sent to the Personnel 
Department as soon as possible to exercise their transfer 
privileges. 

(B) When an employee with transfer privileges reports to 
the Personnel Department, he shall be informed of the avail­
able job vacancies (available for outside hire) and the job or 
jobs to which he can transfer under the applicable step pro-
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cedure. The employee, whose record does not indicate pre­
vious satisfactory experience, may request to observe the 
job after which a selection of an existing vacancy or exercis­
ing transfer privileges will be made under the applicable step 
procedure. If a vacancy (available for outside hire or job 
posting) occurs in the employee's classification during the 
period of layoff notice, the layoff will be canceled and the 
employee will move to that vacancy. An employee receiving 
a layoff notice shall have bid rights restored effective with 
the date of the notice. Once the layoff notice has expired the 
employee is considered transferred, however, employees shall 
be offered job vacancies as they occur during the seven (7) 
day notice. 

Step (I) - Previous Experience Bump 
If the employee has had previous satisfac­
tory experience on a job and there are em­
ployees on that job with less plant seniority 
than the employee exercising transfer privi­
leges, he will replace the employee with the 
least seniority. The employee will have this 
option on each classification for which he 
has prior satisfactory experience either by: 

(A) Hire 
(B) Bid 
(C) a Utility or Relief employee having completed the 

specific training period or having qualified on the 
given job. 

(D) In the case of a crew operation where an employee is 
required by his job description to provide internal relief to 
other classification^. 
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In the case of job classifications which have been combined, sepa­
rated, or otherwise revised since the individual being placed un­
der Step (I) has had prior experience, the Company and Union 
will discuss and determine the bump rights involved. 

Step (2) - Seniority Bump 
If the employee cannot be placed under Step (1), he will have 
transfer privileges under one of the two following options. 

(A) If the employee has eighteen monihs or greater plant 
seniority, he will have transfer privileges on the job of 
the junior employee in each department, provided the 
junior employee in a department has less seniority than 
the employee exercising transfer privileges. 

(B) If the employee has less than eighteen monihs plant 
seniority, he will have transfer privileges on the job of 
the junior employee in his own department, providing 
the junior employee in the department has less senior­
ity than the employee exercising transfer privileges. If 
the employee cannot be placed under the above, he will 
be placed on the job of the junior employee in his se­
niority unit, providing the junior employee in the se­
niority unit has less seniority than the employee exer­
cising transfer privileges. 

(C) Senior employees who are on a job wilhin the seniority 
unit which is affected by a cutback due to a reduction of 
the working force will be permitted lo lake anaddiliona) 
layoff subject to the following conditions: 

1. Only those employees working on the original job 
that u reduction takes place or employees who are 
on a job that is affected by the transfer due to the 
reduction will be eligible for an optional layoff. 
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2. Those emo'oyees who chose *o accept an optional layoff 
will assume the same status as a la! 5 off employee. 

3. It is understood that the lowest seniority employees 
on optional layoff from a classification in which va­
cancies occur will be recalled first unless senior em­
ployees by applying to the personnel office in per­
son and signing the necessary forms, have their 
names placed on the recall list in line with their se­
niority. Failure to accept the opening will be consid­
ered a voluntary quit. 

4. Those employees accepting an optional layoff who 
desire to return to work prior to an opening on the 
job from which they were laid off may, by applying 
at the Personnel office in person and signing the 
necessary forms, have their names placed on the 
recall list in line with their seniority. 

5. Those employees who are on optional layoff and 
who wish to return to work prior to their original job 
opening must accept the first job opening accord­
ing to their seniority, if qualified. Failure to accept 
the job opening will be considered a voluntary quit. 

6. An employee who is on an optional layoff and becomes 
disabled and has seniority to qualify will be entitled to the 
same pension benefits as if he were on the active payroll. 

7. When the regular layoff list (recall roster) is ex­
hausted, employees on optional layoff will be re­
called to job vacancies. The youngest employee 
will be recalled first. He will not have an option to 
remain on layoff status. Failure to accept the job 
opening will be considered a voluntary quit. 
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8. An employee on optional layoff who reaches retire­
ment age shall be eligible for the same benefits he 
would receive had he been on the active rolls. 

9. It is understood that employees on optional layoff 
will have the first opportunity to fill available open­
ings on the job from which they accepted layoff. If 
not filled hereunder, it would be filled by the posting 
procedure. 

10. Employees on optional layoff will be allowed to bid 
on jobs which are posted during their period of lay­
off. It is the individual's responsibility to submit 
such bid. Such bid must be submitted during the 
required time period and will be considered in accor­
dance with the applicable contract language. 

(D) LayOff 
An employee who does not have transfer privileges or is un­
able to be placed under Steps {1) or (2) of the above procedure 
due to not being qualified for the jobs made available by this 
procedure shall be laid off and placed on the recall list. 

(E) Maintenance Unit employees must have the required 
ability, experience, and job knowledge to displace employ­
ees within the maintenance seniority unit. 

(F^ Medically restricted employees are recognized as layoff 
exceptions only when there is no job that they may obtain 
under this Section 9.09 which would be within their restric­
tions. It is understood and agreed that the intent of this 
paragraph £F) is not to retain an employee on one of the 
above jobs at the same time an employee with greater se­
niority is on layoff out of the plant. 
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(G) Employees medically laid off out of the plant pursuant 
to the provision of Section 9.06. will be allowed to bid on 
jobs which are posted during their period of layoff, provided 
they are qualified for the position as outlined in Section 9,06. 

(H) Job vacancies resulting from the layoff procedure are 
not subject to the job posting procedure. 

tlj_An employee who has been laid off because of a job 
reduction or elimination, and a new vacancy is created in the 
same classification within six (6) months, the employee will 
be offered that vacancy before being placed in the job post­
ing procedure. 

A "new vacancy" as used herein shall mean an increase in 
the number of employees in the classification. 

Section 9.10-Recall 

(A) Laid off employees subject to recall shall be recalled in 
seniority order whenever vacancies occur for which they 
are qualified. 

(B) The Company and the Union recognize that when a num­
ber of laid off employees are recalled, all the laid off employees 
that are recalled may not start back to work on the same date. If 
junior laid off employees start back to work before senior laid 
off employees, seniority dates will be adjusted so that junior 
laid off employees will not gain seniority. 

(C) In the event a laid off employee is not recalled in accor­
dance with the terms of this Agreement, he shall be recalled 
immediately without loss of seniority but will not be com­
pensated for all benefits in all agreements with the Com-
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pany, unless the laid off employee or the Union notifies the 
Company Personnel Department of the error within ten (10) 
working days of the date that the current recall list is distrib­
uted to the Union. The least senior employee shall be re­
turned to lay off status without any notice of lay off. 

<D) It is the responsibility of laid off employees to keep the 
Personnel Department notified of thcircunent address at or by 
which they may be reached and the laid off employee shall 
notify the Personnel Department of any change in their ad­
dress either by certified mail or by giving notice in person to 
the Personnel Department for which they shall receive;) signed 
receipt. If the Company is unable to contact laid off employees 
by certified mail at their last recorded address on file, they shall 
be removed from the recall list and considered as a quit. 

(E) When vacancies exist which necessitates a number of 
recalls, the vacancies which exist at the point of recall shall 
be offered to the persons recalled in seniority order. 

A laid offemployec being recalled shall be contacted by phone 
and given a scheduled time for selection of job. A laid oft' 
employee who cannot be contacted by phone shall be notified 
by certified mail. A laid offemployec notified by certified mail 
will not be scheduled for selection of job sooner than forty-
eight (48) hours from the time of sending of certified mail. A 
laid offemployec who is not present at the scheduled time for 
selection of job shall be bypassed and the next laid offem­
ployec on the recall list will be offered the vacancies. 

(F) A laid olVemployee subject to recall must inform the Company 
of his intentions to return to work within a seventy-two (72) hour 
period after certified mail has been sent by the Company. If the laid 
off employee subject to recall desires to return to work he must do 
so within live (5) days after receipt of notice. 
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A laid off employee shall be removed from the recall list and 
considered as a quit if he fails to comply with the above. 

(G) A laid off employee removed from the recall list pursu­
ant to paragraphs (D) and (F) above, for reason other than 
refusal of recall, will be reinstated to the recall list if he re­
ports in person to the Personnel Department within thirty 
(30) days from the date of sending certified mail (Notice of 
Recall) providing he has a reasonable excuse for his failure 
to report earlier. 

(H) When recalling laid off employees for a job that requires 
a long training period and conditions are such that produc­
tion will be hampered, the Grievance Committee and the Com­
pany may mutually agree to recall laid off employees out of 
seniority order that are best qualified for the job. 

(1) A laid off employee subject to recall with less than two 
(2) years seniority shall be carried on the recall list for three 
(3) years. If rehired within three (3) years from date of being 
placed on the recall list, the employee shall receive credit for 
seniority held at the time of placement on recall, plus senior­
ity credit for time on recall not to exceed two (2) years. 

(J) A laid off employee subject to recall with two (2) years 
or more of seniority when laid off shall be carried on the 
recall list indefinitely. If rehired, he shall receive credit for 
seniority at time of lay off, plus seniority credit for time laid 
off not to exceed two (2) years. 

(K) Twelve (12) or more months after an employee is laid off. 
the Company will send a registration form by certified mail to 
his last recorded address. A similar form will be mailed to his 
last recorded address not more often than each twelve (12) 
months thereafter. 
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In order to retain his recall rights, the laid off employee sub­
ject lo recall is required to complele the form indicating 
whether or not he wishes to retain his recall rights and to 
send the form by certified mail lo the Company Employment 
Office within thirty (30) days from the date the registralion 
form was mailed to him. 

Laid off employees who do not return the registration form 
within ihe thirty (30) day time limit, shall be removed from 
the recall list and considered as a quit. 

(L) Laid off employees shall be given a copy of this provi­
sion (Article IX, Section 9.10) at the time of exit. 

Section 9.11 - Leave of Absence 

(A) Armed Forces 
Any employee who leaves the employment of the Company to 
enter the Armed Forces cither by enlistment or draft under the 
Selective Service and Training Act or any other similar legisla­
tion which may be added, shall be granted a leave covering 
such absence. The Company will comply with all applicable 
laws relating to the reinstatement of such employees. 

(B) Personal 
Employees may be granted leaves of absence without pay tor 
a reasonable time for unusual and compelling personal rea­
sons. Subject to the approval of the Departmental Manager, an 
employee's supervisor may grant an employee a leave of ab­
sence for a period of seven (7) calendar days or less. 

Leaves of Absence for more than seven (7) calendar days 
requires the approval of the employee's supervisor, Depart­
mental Manager, and Personnel Manager. 
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(C) Alness and Injury (Non-Occupational) 
An employee with seniority who becomes ill or is injured and 
whose claim of illness or injury is supported by medical certifi­
cation shall be granted a leave of absence to cover the period 
of such illness. Seniority will accumulate for the first two (2) 
years of such leave. 
In the event there is a disagreement between the Employer's phy­
sician and the employee's physician regarding the medical certifi­
cation concerning the disability, the question shall be submitted to 
a third physician selected by such two physicians. The medical 
opinion of the third physician after examination of the employee 
ami consultation with the other two physicians shall decide the 
question. The expense of the third physician shall be borne joint 
by the Employer and the employee. 

(D) Occupational Injury or Illness 
An employee who receives Workman's Compensation pay­
ments shall accumulate seniority during the period covered 
by compensation payments, [f, at the end of such period, he 
is physically unable to return to work, he shall accumulate 
seniority for any additional period during which he shall 
furnish satisfactory evidence of continuing disability. 

An employee who is unable to work due to disability caused 
by an injury in the factory or from occupational illness for 
which he does not receive Workmen's Compensation pay­
ments shall accumulate seniority for the period of time dur­
ing which he is unabie to work provided he shall furnish 
satisfactory evidence of continuing disability. 

(E) Peace Corps 
An employee with two (2) or more years of service credit 
who leaves the employ of the Company to enter service in 
the Peace Corps under the Peace Corps Act of April 27, 
1962, will, upon application, be reinstated and placed in ac-
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cordance with his seniority provided he is physically ca­
pable of performing the work required and applies for re­
instatement within ninety (90) calendar days following the 
completion of not more than two (2) years of such service. 

Upon reinstatement, he shall be credited with the service 
date he had at ihe time he left the employ of the Company. 

An employee entering the Peace Corps shall present evidence 
of his appointment at the time he leaves the employ of the 
Company. 

(F) Union 
An employee selected for full-time duty as an officer or repre­
sentative of the International United Steel workers of America 
or the American Federation of Labor - Congress of Industrial 
Organizations as such, will, upon application to the Industrial 
Relations Department, be granted a leave of absence. Any 
person covered by this provision must make application for 
reinstatement within twenty (20) days after being released from 
such full lime duty. Upon reinstatement, he shall, consistent 
with his seniority be placed on his previous or comparable 
work, provided he is able to do the work. 

Seniority shall accumulate throughout the period of the leave 
of absence. 

<G) Government 
An employee who leaves the employ of the Company as a 
result of being elected or appointed to a public office shall 
be reinstated upon application provided he can qualify un­
der the seniority rules, is physically capable of performing 
the work required, and applied for re- employment within 
thirty (30) days after the end of his tenure in said office. The 
employee shall notify the Employer in writing of his inten-



tion of accepting such office and shall inform the Employer 
of his status at annual intervals thereafter. Such employee 
shall accumulate service not to exceed a total of six (6) years 
for any or all such periods. 

(H) Dunlop Employees Federal Credit Union 
An employee with one (I) or more years of service who is an 
officer on full-time duty with the Dunlop Employee's Federal 
Credit Union, will, upon application to the Industrial Rela­
tions Department, be granted a leave of absence. The leave 
shall be for a period of not more than one (1) year (or a two 
(2) year period) subject to renewal upon written application. 
An employee on such leave shall accumulate seniority and 
when his tenure in such office has ended must make applica­
tion for reinstatement within twenty (20) days whereupon 
he shall be placed on previous or comparable work, consis­
tent with his seniority, provided he is able to do the work. 

(I): Family and Medical l̂ eave 

(1) Eligible employees, as defined under the Federal 
Family and Medical Leave Act ("FMLA"). are en­
titled to up to a total of twelve (12) weeks of unpaid 
leave during any 12-month period. 

(2) FMLA leave may be taken for the following reasons: 

a. Birth or adoption of a child or the placement of 
a child for foster care; 

b. To care for a spouse, child or parent with a 
serious health condition; or 

c. The employee's own serious health condition. 
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(3) Employees will have their own individual 12-month peri­
ods. measured backwards from the date a requested 
leave would begin. The combined leave of a husband 
and wife who both work for the Company is limited to 
twelve (12) weeks for leave due to the birth, adoption or 
placement of a child for foster care or to care for a parent 
with a serious health condition. 

(4) The employee may elect to substitute any accrued 
and unused paid vacation, provided that sufficient 
vacation time is retained for the contractually 
agreed-upon vacation shutdown periods. No SUB 
will be paid. If paid leave is substituted, the FMLA 
leave is not extended. FMLA leave runs concur­
rently with any substituted paid leave. In addition 
FMLA leave runs concurrently with any other 
leaves of absence under this Section 9.11 which 
are taken for an FMLA-covered reason. There will 
be no pyramiding of leaves of absence. 

(5) Seniority and credited service will be accrued dur­
ing FMLA leave in accordance with this Section. 
subject to other maximum leave provisions under 
the Agreement or other applicable benefit plans. 

(6) Notwithstanding any contrary contract provision 
or provision of any employee benefit plan, the Com­
pany will continue all benefits in accordance with 
the General Agreement, the Agreement on Pension. 
Service Award and Insurance Benefits, and the 
Supplemental Unemployment Benefits Plan pro­
vided the employee has met the eligibility require­
ments of such benefits, during the period of FMLA 
leave, subject to any contribution by the employee. 
ifapplicable. 
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(7) The employee is required to provide the Company 
with at least thirty (30) days' advance written no­
tice before FMLA leave begins if the need for leave 
is foreseeable. If the leave is not foreseeable, the 
employee is required to notify the Medical Depart­
ment as soon as practicable, but no later than two 
(2~) working days after the reason for the leave be­
came known to the employee. 

(8*1 The Company has the right to require medical certifica­
tion of a need for leave under this Section. In addition, 
the Company has the right to require a second opi nion at 
the Company's expense. If the second opinion conflicts 
with the initial certification. a third opinion may be sought. 
at the Company's expense. The third opinion snail be 
final and binding. Failure to provide the required medical 
certification of the need for leave shall result in any leave 
taken being counted as an unexcused absence. 

(90 Employees may request FMLA leave for time periods 
other than consecutive weeks when medically neces­
sary. fn these circumstances, the Company mav assign 
the employee to another position (inside the bargaining 
uniti and/or adjust the employee's schedule to better 
accommodate the leave request, or to eliminate the need 
for using FMLA leave. 

(10) The Company may adopt reasonable procedures 
and promulgate necessary forms in accordance with 
the FMLA. including periodic status reports and 
recertification of medical condition while on leave. 
An employee's failure to follow these procedures 
or to fulfill his other obligations under this Section 
may result in the leave request being denied, or in 
any leave the employee is already on being counted 
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as an unexcused absence. Employees who fail to 
return from FMLA leave on their scheduled re­
turn date shall be subject to the terms of the Gen­
eral Agreement, including, hut not limited to. Sec-
tion 9.01(F)(3). unless the employee is unable to 
return to work due to a serious medical condition 
and has made arrangements for a continuation of 
his leave of absence on approved medical leave. 

(1 h To accommodate an employee's FMLA leave re­
quest. the Company may temporarily transfer an­
other employee, in accordance with the General 
Agreement. The temporarily transferred employee 
may be displaced to reinstate the employee return­
ing from FMLA leave. 

(12) As a condition for returning to work, an employee 
who has taken leave due to his own serious health 
condition must provide certification that he is medi­
cally qualified to perform the functions of his job. 
in accordance with the Plant Rules. 

(13) An employee returning from FMLA leave will be 
reinstated to the same job or an equivalent posi­
tion. in accordance with the FMLA or other appli­
cable law(s). However, employees on FM LA leave 
have no greater ri^ht to any position than if thev 
had remained on active status. In the event of a 
situation involving reinstatement to a position 
which would implicate the provisions of the Gen­
eral Agreement, the Company will follow the terms 
of the General Agreement unless prohibited hv 
applicable law. 
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(14) Employees who choose not to return to employ­
ment from FMLA leave will have their health in­
surance terminated (subject to their right to CO-
BRA continuation coverage) but will not be re­
quired to repay any health insurance premium paid 
on their behalf during any period of unpaid FMLA 
leave. 

(15) The provisions of this Section are in response to the 
Federal FMLA. The Company shall grant an employee 
any greater benefits provided under anv state or local 
law, provided the employee satisfies all eligibility and 
other requirements of the applicable state law. 

(16) Although FMLA leave is generally unpaid, employees 
on FMLA leave mav receive workers' compensation 
benefits or S&A benefits if the employee qualifies for 
either of those benefits. Receipt of such benefits shall 
not extend the entitlement to FMLA leave. 

ARTICLE X 
SAFETY AND HEALTH 

The Company shall make reasonable provisions for the safety 
and health of its employees during the hours of their em­
ployment, and maintain standards of safety and sanitation 
in conformity with Federal and State Safety Regulations or 
Safety Codes. 

Section 10.01 - Safety and Health 

(A) An employee who is requested by a safety inspector 
from the Office of Occupational Safety & Health Adminis­
tration, or by an inspector for the National Institute of Occu­
pational Safety and Health, and designated by the Local 
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Union President to accompany the inspector on an inspection 
tour, will be paid at his average hourly earnings for the time lost 
from his regular shift as a result of such plant inspection. 

(B) The Company will notify the Local Union President and 
the Local Union Safety Chairman immediately fas soon as 
practical) in the event of a plant fatality. The Company will 
notify the on shift Business Center Safety Committee mem­
ber as soon as practical of any major accident (resulting in 
physical injury requiring emergency medical treatment), se­
rious chemical spill (requiring emergency response) or seri­
ous fire (resulting in personal injury, structural damage or 
outside fire department assistance.) The Company will no­
tify the Local Union Safety Chairman of any lost time acci­
dent within 24 hours of lost time determination. 

Section 10.02 - Safety Committee 

(A) The purpose of this Safety and Health Article is to 
provide effective machinery for the elimination of all work 
conditions hazardous or potentially hazardous to the health 
or safety of the employees. 

(B) The Company agrees to furnish each employee employ­
ment and a place of employment free from all recognized 
hazards that are causing or are likely to cause physical harm 
to the employee. The Company further agrees that the Gen­
eral Duty Clause (Section 5) of the Occupational Safety and 
Health Act of 1970 and all standards promulgated under 
Section 6 of said Act shall constitute minimum acceptable 
practice except where an applicable state standard may ex­
ceed Federal standards. 

(C) The Company and the Local Union shall appoint a Joint 
Labor/Management Safety Steering Committee. This Com­
mittee will be composed of the Plant Manager. Union Presi-
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dent. Human Resources Manager. Production Manager. Union 
Vice President. Plant Safety Engineer. Plant Engineer. Union 
Safety Chairman. Factory Technical Manager. Business Cen­
ter Managers, and all Union Division Chairmen. 

The mission of the Joint Labor/Management Safety Steering 
Committee is to ensure a safe working environment within the 
Huntsville Plant hv proactively developing, assessing, and 
planning safety structures and initiatives, that will help move 
Dunlop Huntsville toward a "zero" accident culture, 

This Committee shall: 
(ll Meet at least once per month on a definitely 

established schedule. 

(2) Review and analyze all monthly reports of indus­
trial injuries and illnesses. 

(3) Suggest procedures and policies to prevent oc­
cupational illness and injuries. 

(4) Review plantwide safety and health activities 
from each Business Center. 

(5) Review and address unresolved safety requests 
from the Business Center Safety Committees 
and provide assistance to the Business Center 
Safety Committees as needed. 

(6) Su ggest and re vie w an v employee exposure moni­
toring taken to ensure employees' safety. 

(7) Recommend prioritization of safety initiatives. 

(8) Present updates on legal issues, regulations, and 
standards issues. 
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The Company and the Local Union shall appoint a Plant 
Joint Labor/Management Safety Committee. The Commit­
tee shall be composed of a Management Representative and 
a Union Representative from each crew per Business Center. 
and one per crew from Maintenance and Technical. Union 
Representatives will be selected by the Local Union. This 
Committee will be led by the Plant Safety Engineer and the 
Union Safety Chairman. 

The Safety Committee shall meet as an entire group once per 
month and receive training in hazard recognition, ergonom­
ics. OSHA standards, how to do inspections and what to 
look for, and general training that makes them more knowl­
edgeable about safety issues in the workplace. 

The Company and the Local Union shall establish a Busi­
ness Center Safety Committee composed of Business Cen­
ter Manager. Business Center Auditor and the Plant Safety 
Committee members from that Business Center. The Union 
Division Chairman. Union Safety Chairman, and Safety En­
gineer may attend anv meeting. The Business Center Man­
ager may request others to attend, if necessary. 

This Committee shall: 

(1) Meet at least once per month on a definitely 
established schedule. 

(2) The Committee mav make inspections of the 
plant during their scheduled meetings, if 
deemed necessary by the Committee and will 
review Employee Safety Requests as neces­
sary. but not less than once every month. 
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(3) Make recommendations for the correction 
of unsafe or harmful conditions and the elimi­
nation of unsafe or harmful work practices. 
The Business Center Manager shall be re­
sponsible for the enforcement of the joint 
Labor-Management Safety Committee's rec­
ommendations. All such recommendations 
shall include a target date for abatement of 
hazardous conditions or practice. 

(4) Review and analyze all reports of industrial injury or 
illness, investigate causes of same, and recommend 
rules and procedures for the prevention of acci­
dents and diseases and for the promotion of the 
health and safety of the employees. 

(5) Subject to the grievance procedure of the Gen­
eral Agreement, negotiate and adjust all dis­
putes arising under the Health and Safety 
clauses of this contract. 

(6) Promote health and safety education. 

(7) Safety Committee members will be paid average 
hourly earnings for all lost lime when meeting 
jointly with Management and for any inspec­
tion of safety and health problems in the plant. 

(8) Minutes shall be kept of all Safety Committee meet­
ings. and a written report shall be prepared for re­
view at the next Committee meeti ng. 

(9) The Company shall furnish Safety Committee mem­
bers with annual passes for the purpose of entering 
the plant and investigating safely conditions which 
arise within the plant. 
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(10) Members of the Safety Committee shall be 
permitted to attend grievance meetings regard­
ing safety and health problems. 

(D) Accident, injury and illness records shall be kept and 
maintained by the Company and shall be made available 
upon request to the Union Members of the Safety Commit­
tee. These reports shall include all reports required by the 
Department of Labor under the Occupational Safety and 
Health Act of 1970. 

(E) The Company agrees to make available to the Committee 
upon request an up-to-date list of all compounds and sub­
stances used in the plant. This list shall include all chemi­
cals as well as definition or chemical breakdown of trade 
name descriptions. 

I f the Company uti lizes a chemical which employees are exposed to 
and QSHA has not established permissible exposure limits CPELs) 
for this chemical, the Company will notifvthe Union whether it will 
recognize, the threshold limit values (TLVs> established by the 
ACG1H or some other standard. 1F TLVs or another standard does 
not exist, the Company will discuss an appropriate exposure limit 
with the Plant Safety Committee. 

If an employee's work shift exceeds eight (8) hours, the regu­
lated or accepted exposure limits shall be adjusted in accor­
dance with QSHA guidelines. 

(F) The Union members of the Committee may seek the 
counsel and assistance of representatives of the USWA 
International Union and such representatives shall be granted 
the right to accompany the Committee on inspections, at­
tend meetings of the Committee, and make recommenda­
tions to the Committee and shall be permitted to make such 
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investigations and physical examinations as may be rea­
sonably connected with the purposes of the Committee. 

(G) The Company shall furnish competent medical services 
and supply adequate facilities for the proper first aid treat­
ment of cases resulting from injury or physical impairments 
or afflictions obtained while in the plant. Copies of the re­
ports of the medical findings made by the Company's medi­
cal service or reports of outside medical services used by 
the Company shall be furnished to the employee as well as 
to the Local Union. The Company shall provide necessary 
mutually acceptable biological studies where indicated by 
potentially hazardous materials. 

(H) No employee or group of employees shall be required to 
work on a job or machine while it is considered unsafe by the 
joint labor-management Safety Committee. During such time 
the employee or group of employees shall receive their regu­
lar average hourly earnings. 

(I) No employee shall be required to work on any job in the 
plant with which he is unfamiliar until he shall have received 
adequate safety training instructions in the performance of 
the operation. 

(J) The Union agrees to make every reasonable effort to 
have its members observe all safety and health rules promul­
gated under this Agreement and to use all safety and pro­
tective equipment furnished for this purpose. It is recog­
nized that protective equipment and clothing may be tempo­
rary measures for relief of conditions which may be subject 
to further corrective measures through engineering changes 
or elimination of the hazard involved. 
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(K) All disputes arising under this Article and not resolved 
by the Committee shall be considered proper subjects for 
adjustment under the grievance procedure including arbi­
tration as set forth in Article V of this Agreement. Any such 
grievance filed by the Union shall be introduced at the level 
immediately proceeding arbitration. 

Section 10.03 - Safety Equipment 

(A) The Company will provide protective equipment on 
those jobs certified by the Safety Engineer as requiring such 
equipment for safe performance of the job. 

(B) Employees shall utilize all such protective devices and 
equipment in the manner prescribed, and cooperate to the 
best of their ability in the prevention of accidents. 

(C) If it is established that an employee, while doing as­
signed work and exercising due caution, sustains damage to 
his glasses, the Company will reimburse the employee for 
the cost of necessary repairs. The Company reserves the 
right to replace lenses broken under the above conditions 
with safety lenses in suitable frames. For such replacement 
of eye glass lenses or frames, the employee must go to the 
optical supplier designated by the Company. No cash reim­
bursement will be made for broken lenses or frames. 

AR'IICLEXI 
M1SCE1J.ANEOUS 

Section 11.01 - Bulletin Boards 

Bulletin boards will.be provided by the Company. The Union 
shall be permitted to post notices of meetings and other 
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Union business or affairs on these bulletin boards. It is 
agreed that no notices will be placed on these bulletin 
boards by the Union until approved and stamped by the Per­
sonnel Department. 

Section 11.02 - Work Confined to Bargaining Unit 

No employee in a supervisory capacity, or any other employee 
excluded from the coverage of this Agreement, shall take part in 
any labor being done by members of the Bargaining Unit, except 
experimental work, demonstration in the normal course of training, 
or in the event of extreme emergency. 

Section 11.03-Journeyman Cards 

(A)The Company will recognize U.R.W. and U.S.W. A. Jour-
neyman Cards as evidence of experience in a craft when 
considering qualifications of applicants for skilled trade jobs. 

(B) The Company agrees when requested by an employee 
or his accredited Union representative that it will issue a 
letter signed by the appropriate Company representative 
certifying the work record of the employee for the purpose 
of making application for a U.S.W.A, Journeyman Card. 

Section 11.04 - Copies of Agreement to Employees 

Booklet copies of (his Agreement will be provided by the 
Company and each employee shall be furnished with a copy. 
Copies will also be provided for the Union. 

Section 11.05 - Time Cards 

Employees' time cards or production sheets will not be 
changed before consulting the employee. 
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Section 11.06 - Necessary Relief 

(A) In any departmeni where the work requires continuous 
operations, the Company will, when mutually approved, pro­
vide adequate relief when and where necessary. 

<B) Jobs that receive "Paid RelieP' will be governed by the 
following schedule: 

(1) Up to 4.9 hour shift-one break 
(2) 5.0 to 8.9 hour shift - two breaks 
(3) 9.0 to 12.9 hour shift-three breaks 
(4) 13.0 lo 16.9 hour shift - four breaks 

Section 11.07 - Outside Contractors 

A. Work of a type which is normally performed by mainte­
nance employees will not be subcontracted if such employ­
ees are qualified, the Company has adequate and proper 
equipment to perform such work, and the work could be 
completed within the necessary time. While in general, it is 
the policy and intent of the Company to have that work 
performed by its maintenance employees, it is recognized 
by both parties that at various times, the Company may be 
required (o allot to outside contractors work normally per­
formed by Company maintenance employees. Such allot­
ment of contracts shall be governed by the following: 

(1) That the work project is of such size or nature as to 
make it impractical to be handled by the above 
mentioned employees in conjunction with their 
regular work assignments, or 

(2) That the work is of such urgency or short duration 
as to make it impractical to add additional persons 
to the regular maintenance force, or 
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(3) That the work requires the need for special skills, 
special equipment, licenses, or the situation 
justifies subcontracting, or 

(4) That an insufficient number of qualified em­
ployees have previously committed to perform 
all of the work as scheduled, consistent with 
the procedure set forth in Letter #1. 

B. In furtherance of carrying out the intent of the above, it 
is agreed that if it is necessary to have work done by outside 
contractors, the Union Division Chairman will be notified, in 
writing, as soon as possible after the decision is made, but 
at least seventv-two (12) hours before the work is performed, 
unless the required work is an emergency. 

Such notice to the Union Division Chairman shall contain 
the information set forth below: 

1. Location of work 
2. Type of work: 

a. Service 
b. Capital 
c. Expense 
d. Repair 
c. New Construction 

3. Detailed description of the work 
4. Crafts involved 
5. Estimated duration of work 
6. Anticipated utilization of bargaining unit forces 

during the period 
7. Effect on operations of work not completed in 

necessary time 
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C. Should the Union Division Chairman believe thai a dis­
cussion is necessary, he shall request a meeting within two 
(2) working days (excluding Saturday. Sunday and holidays) 
after notification and the Plant Engineer or his designee will 
meet promptly for this purpose. At such meeting the parties 
will review the plans for the work to be performed and the 
reasons lor contracting out such work. The Company will 
give good faith consideration to any suggestions by the 
Union to any alternate plan proposed by the Union for the 
possible performance of the work by bargaining unit per­
sonnel which are not inconsistent with this Article or Letter 
#1. If there is no dispute following notification or discus­
sion of any particular contracting out matter, such matter 
shall be considered resolved, without precedent with re­
spect to anv future contracting out matter. 

Should a discussion be held and the contracting out matter 
not be resolved in a timely matter, the Company reserves the 
right to make the final decision, and the Union may submit 
the issue to the fourth step of the grievance procedure. 

D. Annual Review 

Throughout the term of this Agreement, the Plant Engineer 
and the Union Division Chairman will meet on an annual 
basis to 1) review ail outside contracting in the plant during 
the preceding twelve f 12) months, and 2) identify those cir­
cumstances where procedures, practices, orstaffing changes 
would promote the performance of such work by bargaining 
unit employees. The Company will give good faith consid­
eration to any suggestions by the Union. 
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Section 11.08 - Tool Replacement 

Maintenance employees' personally owned tools which are 
broken or worn out shall be replaced with tools of compa­
rable value without cost to the employees, provided the 
tools are turned in to the Company. Any special tools re­
quired by maintenance employees in the performance of their 
jobs snail be furnished by the Company. Employees will be 
held responsible for tools checked out in the performance of 
their jobs. 

It is the intent to replace broken or worn-out tools in a timely 
manner. To this extent, outside vendors will be required to 
furnish tools within a two (2) week period. Failure on the 
part of the vendor to do so will require the Company and the 
Union to sit down and evaluate such vendor. It may be 
mutually agreed at this review to seek another vendor. 

For the purpose of this section, "Special Tools" shall in­
clude metric tools as long as the metric tool requirement is of 
a limited nature and metric tools are not required for a major 
portion of the equipment within the plant or a department. 

Section 11.09 - Equipment and Tool Responsibility 

Each employee will be responsible for the equipment as­
signed to him and shall exercise all reasonable care for his 
equipment. 

Section 11.10- Department Agreements 

No written departmental agreement shall be effective until 
approved by the Company and the Union Grievance Com­
mittee. No departmental agreement can be changed during 
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the term of this Agreement unless mutually agreed to by the Com­
pany and Union Grievance Committee. Departmental Agreements 
as approved by this Joint Committee shall be stamped, signed and 
assembled in a loose leaf book, one copy to be furnished to the 
Union, and one copy to the Company. Department Agreements 
shall be placed in a book and made available in the Department 
office for employee review. No departmental agreement shall be 
in conflict with this Agreement. 

ARTICLE XII 
EFFECTIVEDATE,AME^roIV Î̂ ^ANDTERMINATION 

Section 12.01 

(A) This Agreement and the supplements thereto shall be­
come effective August 1. 1997. and shall continue in full 
force and effect until 1:00 p.m. April 23. 2000. and there­
after it shall renew itself for yearly periods unless written 
notice is given by either party not less than sixty (60) days 
but not more than seventy-five (75) days prior to the expi­
ration date that it is desired to terminate or amend the 
Agreement and the supplements thereto. 

(B) In the event such notice is given by either party, nego­
tiations shall begin March 6. 2000. unless otherwise mu­
tually agreed. If negotiations are not completed prior to 
the expiration date, this Agreement and the supplements 
thereto may be continued or extended by mutual agreement 
of the parties and so stated in writing. 

(C) In the event cither the Company or the Union exer­
cises their right to terminate the Agreement on employee's 
welfare benefit programs, then either party shall have the 
right to tenninate this Agreement and the supplements thereto by 
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giving a sixty (60) days' written notice of its intention to do so to 
the other party. In the event the parties, subsequent to the giving 
of a notice to terminate this Agreement and the supplements 
thereto, settle the subject matter in dispute, then this Agreement 
and the supplements thereto shall continue in effect or be rein­
stated as the case may be, subject to all the provisions herein. 

(D) Expenses of such negotiations, i.e., room, rent, and other 
mutually agreed upon expenses, shall be shared equally by 
the Company and the Union. 

(E) The Company will furnish to each present employee and 
to each new employee when hired General Agreement, 
Supplemental Unemployment Benefit, and Pension, Service 
Award and Insurance Benefits books. 

(F) This Agreement may be amended by mutual agreement be-. 
tween the parlies. If either party proposes amendments to this 
Agreement during the life thereof, negotiations on such proposals 
shall begin within thirty (30) days. If no settlement is reached, the 
provisions of this Agreement shall continue in effect. 

1997-2000 
fflJNTSVOJ.EWAGEAGREEMENT 

This agreement is made and entered into this 1st day of 
August. 1997. between the DunlopTire Corporation, Hunts-
ville Plant, and Local #915, United Stechvorkers of America, 
A.F.L.-C.1.0.,CL.C 

The parties hereto enter this Agreement for the purpose of 
disposing of all wage requests to the Company by the Union 
during contract negotiations of the 1997-2000 Agreement. 
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I. COST-OF-LIVING ALLOWANCE (C.O.L.A.) 

1. The Cost-of-Living Allowance, if any, will be determined 
in accordance with changes in Consumer Price Index— 
United States City Average for Urban Wage Earners 
and Clerical Workers (1967: 100) Revised Series, pub­
lished by the Bureau of Labor Statistics, hereinafter re­
ferred to as the CP1-W 1987 revised Formula). 

A. Schedules 
The Base CPI for the incorporation dates listed below 
will be the average CPl-W for the months of.Dccem-
ber, 1987, January and February, 1988 (1987 revised 
Formula). 

EFFECTIVE DAY OF 
INCORPORATION 

BASE PERIOD 
CPI 

October 6, 1997 
Januarys. 1998 

April 6. 1998 

July 6.1998 
Octobcr5. 1998 
January 4. 1999 

April5. 1999 

July5. 1999 
October 4. 1999 
January 3.2000 

April 3.2000 

July 12000 

June. July. August 1997 
September. October. 
November 1997 
December 1997. January. 
February 1998 
March. April. May 1998 
June. July. August 1998 
September. October. 
November 1998 
December 1998. January. 
February 1999 
March. April, May 1999 
June, July. August 1999 
September. October. 
November 1999 
December 1999. January. 
February 2000 
March. April. May 2000 
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B. Formula 

1. The Base Period CPI will be the average CPI for the three 
months shown above opposite each "Effective Date of 
Incorporation". 

2. The Cost-Of-Living Adjustment for each Effective Date 
of Incorporation shown will be determined by comparing 
the three month average CPI for the corresponding Base 
Period to the Base CPI. The computed Cost-Of-Living 
Allowance shall be reduced by an amount equal to the 
sum of all prior Cost-Of-Living Allowances which have 
been incorporated into the base and hourly rate. 

3. A Cost-Of-Living Adjustment of $0.01 for each full .26 of 
one point change developed from this comparison will 
be incorporated into the base and hourly rales for each 
of the quarterly periods noted in lLA" above. 

4. In calculating the three month average CPI for the Base 
CPI. or for a Base Period CPI, the computed average will 
be rounded to the nearest tenth of a point, using the 
engineering Method of Rounding. 

C. GUIDELINES 

I. In the event the Bureau of Labor Statistics does not issue 
the appropriate CPI on the Effective Date of Incorpora­
tion, the Cost-Of-Living Adjustment required by such 
appropriate index shall be incorporated at the beginning 
of the first pay period after receipt of the Index and paid 
retroactively to the Effective Date of Incorporation. 
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2. No Adjustment retroactive or otherwise, shall be made 
in pay or benefits as a result of any revision which later 
may be made in the published figures for the Index for 
any month on the basis of which the Cost-Of-Living cal­
culation shall have been determined. 

3. In no event will a decline in the Consumer Price Index 
be cause to reduce any Cost-Of-Living Adjustments that 
have been made prior to such decline. 

4. The Cost-Of-Living Allowances are dependent upon the 
availability of the BLS CP1-W in its present form and 
calculated on the same basis as the Index for February, 
1979. In the event the Bureau of Labor Statistics changes 
the form of the basis of calculating the CPI-W, the Com­
pany and the Union agree to request the Bureau to make 
available, for the life of this Agreement, a CPI-W in its 
present form and calculated on the same basis as the 
Index for February, 1979 (1967: 100). 

5. If the BLS is unable or fails to make said CPI-W avail­
able, the parties shall negotiate on the adopting of an 
appropriate substitute CPI-W which most accurately 
reflects the spending habits of the affected employees. 
In the event the BLS discontinues the publication of 
the CPI-W on the 1967=100 base, the parties shall 
change the Cost-of-Living Allowance (COLA) calcula­
tion set forth above to maintain the same cents-per-
hour COLA payment as would result by using the 
1967= 100 base and $.01/.26 point formula. 

6. Failing agreement in such negotiations, the parties shall 
submit the issue of what shall constitute an appropriate 
substituted CPI-W or the appropriate adjustment to the 
current formula to final and binding arbitration. 
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II. INCORPORATION 

1. The hourly Wags Adjustment Increases and the above 
calculated Cost-Of-Living Allowances will be incorpo­
rated into the Wage Key Sheets on the appropriate quar­
terly date as shown under the Effective Date of Incor­
poration in (I.A) above. 

2. Full Hour Rate shown on all Wage Key Sheets will be 
adjusted by the Hourly Wage Adjustment Increases and 
actual increased Cost-Of-Living Allowance (C.O.L.A.). 
Incentive Base Rates will be adjusted in amounts which 
will yield the amount of Hourly Wage Adjustment In­
creases and C.O.L.A. increases at the 125% level. 

This Hourly Wage Adjustment Agreement shall become ef­
fective under the same terms as those which the Collective 
Bargaining Agreement becomes effective as outlined under 
Article XII, Effective Date, Amendment and Termination. 
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OFFICERS OF LOCAL 915 
U.S.W.A.. A.F.L.-C.I.O.-C.L.C. 

Billy Brewer 

Ben Beddingfield 

Cathie Morris 

Dane McNiit 

Billy Brewer 
Cathie Morris 
Dan Knoch 

' Joan Pulien 
Dwight Creel 

President 

Vice President 

Secretary 

Treasurer 

EXECUTIVE BOARD 

Ben Beddingfield 
Dane McNitt 
Terry Mullins 
Cindy Copcland 

TRUSTEES 

Lurry Brewer 
Phillip Elmore 

Marl in Hodges 
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IN WITNESS WHEREOF THE PARTIES HERETO 
HAVE HEREUNTO SET THEIR HAND THIS 1ST DAY 
OF AUGUST. 1997. 

THE UNITED STEELWORKERS OF AMERICA, 
A.F.L.-C.I.O.-C.L.C. LOCAL 915 

George Becker, International President 
Richard H. Davis, International Vice President 
Leon Lynch, International Vice President 
Leo Gerard, International Secretary-Treasurer 
Homer Wilson, District 9 Director 
Marvin Burkhardt, Key Staff Representative 

Billy Brewer, President USWA Local 915 
Ben Beddingfield, Vice Presidenl USWA Local 915 
Lloyd Cuskaden. Benefits Representative USWA Local 915 
Larry Thompson, Di vi sion I Representati ve USWA Local 915 
Willie Cowan, Division II Representative USWA Local 915 
Kenney Voss, Division III Representative USWA Local 915 
Kevin Johnsen, Division IV Representative USWA Local 
915 
Stephen Fussell, Division V Representative USWA Local 915 
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DUNLOP TIRE CORPORATION 

Michael J. Moley, Vice President Human Resources 
James Galoppo, Chief Financial Officer 
Charles P. Cookson, Corporate Manager, Human Resources/ 

Labor Relations 
Mark Sieverding, Plant Manager, Huntsville Plant 
Steve Pauly, Production Manager, Huntsville Plant 
Timothy M. Hartman, Manager, Human Resources, 

Huntsville Plant 
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The following Memoranda of Agreements were agreed 
upon or renewed during the 1997 Contract Negotiations. 

MEMO #1 
February 16, 1979 
Revised: August 1, 1997 

MEMORANDUM OF AGREEMENT 
PLANT VACATION PROGRAM 

1. The Production Manager shall determine the number of 
employees that mav be scheduled for vacation on each 
day throughout the vacation year. In doing so. while 
the primary concern is insuring the orderly, efficient 
and productive continuation of operations in that de­
partment. the Production Manager will attempt to give. 
consistent with the procedure outlined below, the de­
sired vacation time requested by an employee on the 
basis of seniority. 

Generally, the procedure for determining daily vacation 
allowance will be as follows: 

a) prior to each vacation year, the Production Manager 
will calculate the maximum number of employees 
that may take vacation in a classification in a de­
partment on any day that year: 

b) nomiaily. this number will equal the number of days of 
vacation liability (excluding vacation shutdown days) 
divided by the number of operating days for that year. 

c) however, where the application of this formula would 
disrupt the orderly, efficient and productive con-
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linuaiion of operations in that department because 
of ihe number of classifications in that depart­
ment. the daily vacation allowance will be deter­
mined on a departmental basis rather than by clas-
sificulion within a department. 

2. Vacation allotments for other than production deparlmenls 
will be determined bv mutual agreement between the Union 
Division Chairman and their company counterpart. 

3. In the event that the Company should determine that it 
will cancel a shutdown(s). the vacation liability will be 
calculated in accordance with the following formula: 

HOURS LIABILITY - SHUTDOWN DAYS (HOURS) 
SCHEDULED WORKING DAYS x>xr* 

4. Yearly vacation schedule charts arc to be posted on 
department bulletin boards. Employees should make their 
vacation selection during the period January I through 
April 1. Senior employees shall be given preference in 
granting vacation days or weeks. 

5. Alter April I, employees who have noi selected their 
vacation days or weeks will be considered on a first come 
basis and shall not have ihe right to bump employees 
who have been granted vacation. 

6. Any vacation days taken from January I ihrough April 
1 are .subject to bump based on seniority. An employee 
must give at least twenty (20) hour notice in regard to 
vacation selection, unless circumstances indicate an 
emergency situation. Vacaiion once properly sched­
uled will not be canceled by the Company. 
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7. Employees may change their vacation after April I, 
however they shall not have the right to bump. 

8. Employees who change shift as a result of shi ft preference or 
job posting and employees who enter into a department after 
April I will not be permitted to Bump. Vacation selection 
must be made from available vacation days. 

9. Employees who do not makea vacation selection by Septem­
ber 1. may be scheduled by the Company i I it becomes neces­
sary in order to meet yearly vacation schedules. 

10. Should an employee schedule a day or days of vacation 
and prior to this period become ill or injured and qualify 
for Sickness and Accident payment or Worker's Com­
pensation payment on the day/days previously sched­
uled. the employee will be allowed to reschedule the 
affected vacation. The employee is required to report 
prior to shift starting time. 

11. Any employee who is disabled during the piescribed two (2) 
week shutdown and qualified For Sickness and Accident or 
Worker's Compensation payment may notify his/her super­
visor during the first ten days back on the job of intent to 
reschedule vacation at a later time. If properly notified, the 
vacation will be allowed to be taken in one time block and 
scheduled in accordance with this Memorandum of Agree­
ment - Plant Vacation Program. 

12. All vacation lequests will be recorded and posted in the 
Department. 

13. It is agreed that once an employee schedules a day of 
vacation, he shall be allowed to cancel this schedule up 
to twenty (20) hours prior lo the scheduled day or days 
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off. This means an "A" shii t employee who has sched­
uled Friday as a day of vacation may cancel ihis tiine 
off prior to 11:00 a.m. on Thursday. Once beyond this 
deadline the employee is considered as on vacalion or 
shall forfeit the day as vacalion in lieu of time off. 

IN WITNESS HERETO, ihe parlies have caused this Memo­
randum of Agreement to be executed. 

MEMO#2 
September 16,1976 
Reissued: August 1,1997 

MFMORAMXJMOFAGRP>:MHVr 
NIFXlMNICALWORKW-XJLlRMJONFXmUDlNGDIES 

ll is agreed thai the above work will be assigned as follows: 

1. Work to be performed by Non-Bargaining Unit employee: 

a. Design and layout of new or revised dies. 
b. Minor alterations on dies aficr original manufacture 

as required lo produce materials lo specifications. 

2. Work u> be performed by Bargaining Unit employee: 

a. Cutting out. brazing, and shaping lo meet original 
design specifications. 

b. Brazing of dies to meet revised specifications. 
c. Straightening of warped dies. 

IN WITNESS HERETO, the parties have caused ihis 
Memorandum of Agreement to be executed. 
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MEMO #3 
September 16, 1976 
Reissued: August 1,1997 

MEMORANDUM OF AGREEMENT 
JANITORIAL WORK BY OUTSIDE VENDOR 

The following janitorial work is performed under contract 
with an outside vendor: 

1. All office dusting, mopping, sweeping, removal of waste 
cleaning of walls, floors, doors, etc. 

2. All maintenance of tile floors in the offices, canteen and 
laboratory. 

3. Cleaning, removal of waste, and restocking of supplies in 
canteen, locker room and rest rooms on the "B" shift. 

It is the intention of the Company to continue to have this 
type of maintenance work performed by an outside vendor; 
however, there are no plans to expand it into the factory area 
at the expense of Bargaining Unit employees. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO#4 
Reissued: August 1,1997 

MEMORANDUM OF UNDERSTANDING 

It is the intent of Dunlop to pursue contracts to increase our 
sales and enhance our production. In solicitation of these 
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contracts, a requiremeni by our personnel to load tires on to 
trucks may be a prerequisite to bidding on such contracts. 

It is understood and agreed that loading trucks is not a 
normal function of our Warehouse personnel. It is further 
understood that this particular duty is not contained in any 
of our job descriptions. In order to remain consistent with 
our application, it is agreed that such shipments shall be 
loaded by our Department 770 Utility personnel. It is agreed 
that this is not a function of our loading crews. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MKMO#5 
June 16,1981 
Reissued: August 1, 1997 

MEMORANDUM OF UNDERSTANDING 

It is the intent of all Dunlop employees to pursue the safest 
work environment possible within our Huntsvillc Plant. In 
order to help achieve this goal, it is agreed that the Mainte­
nance Unit will have total responsibility for the mobility of 
our various non-power trucks. If a truck becomes in any 
way immobile, the assigned Maintenance employee shall 
have the authority to lake whatever means deemed neces­
sary to insure the mobiliiy. This shall include cleaning, re­
moval of foreign material. 

This intent is agreed upon in order to expedite a program which will 
help in minimizing back strains and injuries due to these trucks, 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed, 
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MEMO #6 
May 16,1988 
Revised: August 1,1997 

MEMORANDUM OF AGREEMENT 
ATTENDANCE PROGRAM & REPORTING AND 

ABSENCE 

ATTENDANCE PROGRAM 

All employees will be allowed two (2) occurrences of ab­
sence in a ninety calendar day period. Any employee who 
exceeds this allowance will be subject to disciplinary action 
in accordance with Article III of the General Agreement. 

PROGRAM GUIDELINES 

1. Any employee who exceeds two (2) occurrences of 
absences in a ninety day period will receive a Warning 
Notice as outlined in Article III, Section 3.02 of the Con­
tract. In addition, in any such case, the employee must 
attend work without additional occurrences of absence 
for ninety calendar days to avoid further disciplinary 
action under Section 3.02. Should an employee, under 
this condition, work without an absence during the 
ninety calendar day period following disciplinary ac­
tion, the allowance for two (2) occurrences in ninety 
calendar days will be reinstated. 

2. A) All occurrences of absence shall be included in this 
program other than the following: 
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1. Jury Duty 
2. Military Duty 
3. Contractual Leave for Death in Family 
4. Union Business 
5. Attendance at a Compensation Hearing or Deposition 
6. Disciplinary Leave 
7. Vacation 
8. Permission or Leave of Absence (non-medical) 
9. FMLA Leave 

B) Absences due to sickness if greater than one (1) day in 
duration shall be considered on one occurrence. Em­
ployees with active absentee Warning Notices shall 
have these days considered as one occurrence only if 
the occurrence is certified by a doctor's certificate as 
outlined in Section 3.02 (H) of the Contract. 

C) It is recognized that an employee may return to work 
prematurely to full recovery of an accident or illness 
and be unsuccessful in performing his job. Reoccur­
rences of the same medical condition which result in 
the employee being unable to perform his job will be 
treated as one occurrence providing the reoccurrence 
occurs within 7 calendar days of the return to work 
and is supported by the attending physicians medical 
certification. The Company retains the right lo submit 
the employee to a Company appointed physician for 
purposes of verifying the condition resulting in the 
reoccurrence. Disputes shall be resolved according 
to the third party procedure within 9.11(C) except that 
the expenses for the third party physicians under this 
Provision shall be borne by the employer. 

D) Lates in excess of three (3) minutes or any partial day absence 
of four (4) hours for eight hour employees or (6) hours for 
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twelve hour employees or less shall constitute one-half of a 
day's absence. Two (2) half occurrences as outlined in this 
2(D) will count as an additional occurrence for purposes of 
paragraph 1 of this memo #6, 

E) A day of absence or partial absence begins a ninety (90) 
calendar day period. 

This program is designed to allow some frequency of inci­
dental absence. An employee whose record shows an in­
ability to meet his attendance requirements on a regular ba­
sis shall also be subject to the Attendance Review Program. 

REPORTING AN ABSENCE 

Reporting an absence. Employees unable to report to work 
for a full or partial day shall telephone 772-1200 at least one 
(I) hour prior to their scheduled starting time. 

Employees reporting off must state their name, department, 
badge number, supervisor's name, reason for absence, last 
day worked, and expected return-to-work day. If the indi­
vidual who is calling is not an employee, that individual 
must state their name and relationship to the employee. If 
the status of the reported expected return-to-work date 
changes, it is the employees responsibility to notify the 
Company and update his expected return-to-work date. The 
employee will be assigned a "Call In Number" for reference 
in the event of any questions concerning their report off. 

GUIDELINES - Counseling and Warning 

1. Employee failed to report off as outlined in rule under 
reporting an absence. However, his report was made 
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some time between one (I) hour prior to shift starting 
time and four (4) hours into his shift. 

A. Infraction of (his nature shall result in counseling. A 
maximum of two (2) such occurrences in a ninety 
(90) day period shall be allowed. 

B. The third (3rd) occurrence shall warrant the issuance 
of a formal Warning Notice. Any further infraction 
within ninety (90) days of a formal Warning Notice 
shall result in an additional write-up. If an employee 
goes ninety (90) days without an additional warn­
ing. the counseling system shall be reinstated. 

2. Employee fails to report his absence during the first four 
(4) hours of his regular shift. 

A. Any infraction of this nature shall result in a formal 
written Warning Notice. 

3. During the course of the bargaining meetings the sub­
ject of no reports for scheduled early overtime hours 
(four (4) hours prior to regular shift) were discussed. 

(t is agreed (hat employees who report to work after the 
starting time for these hours but prior to ten minutes 
before their normal shift starting lime will be considered 
as late and be subject to counseling if they have not 
followed the "report off" agreement. Any employee who 
fails to report off and does not report or clock-in prior to 
ten minutes before their normal shift starling time will be 
considered A.W.O.L. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 
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MEMO#7 
May 16, 1988 
Revised: August 1,1997 

MEMORANDUMOF AGREEMENT 
ATTENDANCE REVIEW 

Regular attendance and stability of the Huntsvillc workforce 
is a key to the future of the Huntsville factory. Each em­
ployee must establish and maintain a stable record of atten­
dance and perform his job on a regular basis. Failure of an 
employee to establish regular attendance and stability shall 
result in the following: 

Review A: The employee's attendance record will be re­
viewed with him by his Section Manager in the presence of 
his Union Steward. This review will include any periods of 
Temporary Alternate Duty. Upon completion the employee 
will be put on notice that immediate and continued correc­
tion is necessary to avoid further review. 

Review B: Failure to correct and maintain regular atten­
dance shall result in a further meeting. The Business Center 
Manager and Division Chairman shall meet with the em­
ployee and review his overall record. This review will in­
clude any periods of Temporary Alternate Duly. The em­
ployee will be instructed that this is mandatory that immedi­
ate and continued correction is necessary to avoid jeopar­
dizing his employment. 

Review C: Should the employee fail to correct said atten­
dance record, the Company may elect to sever the employee's 
employment. This action is based on the employee not 
being able to maintain regular attendance at the Huntsville 
facility, which is a requirement of every job. This includes 
any periods of Temporary Alternate Duty. The decision to 
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terminate an employee hereunder will not be made until due 
consideration has been given to the employee's total record 
including length of service as well as the immediate circum­
stances involved and whether or not there is a reasonable 
expectation ofimprovement. Except as provided in this Re­
view (C) and 3.02(G). the above right of the Company will 
not be limited or restricted by any other agreement between 
the Company and the Union, including Article III. Section 
3.02 (H) and Article IX, Sections 9.1 I (C) and (D) of the 
General Agreement or Memorandum #6 (8). 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO#8 
July 06, 1985 
Revised: August 1,1997 

MEMORANOUMOF AGREEMENT 
TEMPORARY ALTERNATE DUTY 

In the event an employee is considered temporarily disabled by a 
physician, or plant nurse, the Company will make every reason­
able effon to accomnitxiate Ihe employee with productive work 
while the employee is recovering from an occupational or non­
occupational injury. In an efTort to accommodate an employee's 
temporary medical restrictions, approved by the Company physi­
cian, the Company can assign any type of meaningful work within 
the plant facility. Employees will not be placed on temporary 
alternate duty assignments that are in conflict with their physical 
limitations. 
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Work assignments for employees on temporary alternate 
duty will be given on daily basis of the employees sched­
uled work day. Employees placed on temporary alternate duty 
work wi il be expected to perform the work assigned to accommo­
date their medical restrictions and will not be subject to overtime 
distribution rules while on temporary alternate duty. 

The Company retains the sole right to invoke or refuse to 
invoke this provision for any and all employees absent from 
work due to occupational or non-occupational illness or 
injury. This provision shall not obligate the Company to 
provide Temporary Alternate Duty for an employee if in the 
opinion of the Company it is deemed not beneficial to do so. 
In the event temporary alternate duty is offered, such work 
will be assigned without regard to the work-related or non-
work related origin of the employee's restrictions. 

Note: On the wage key sheets we will note that Temporary 
Duty Assignments will be at Labor Grade five (5) for any 
and all assignments. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO#9 
May 16,1988 
Reissued: August 1, 1997 

MEMORANDUMOF AGREEMENT 
COPE CHECK-OFF 

The Company agrees to deduct from the wages of those 
employees who so authorize such deductions by written 
assignment, regular monthly USWA COPE contributions. 
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"I hereby authorize Dunlop Tire Company to deduct from 
my pay and to forward to the USWA COPE Fund: 

$ Per Month Each Month 

This authorization is signed freely and voluntarily and not 
out of fear of reprisal and on the understanding that the 
USWA COPE and the AFL-CIO COPE are engaged in a joint 
fund-raising effort and will use the money contributed to 
that effort to make political contributions and expenditures 
in connection with federal, state and local elections, and 
that this voluntary authorization may be revoked at any 
time by notifying the Company and USWA COPE in writing 
of a desire lo do so." 

Dcpt. Signature 

Payroll or Clock Card No. Dale 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO#IO 
May 16,1988 
Reissued: August I, 1997 

MEMORANDUM OF AGREEMENT 

It is agreed thai all job classifications will work full shifts. 
All lunch periods will be twenty (20) minutes and all break 
periods ten (10) minutes, aoi to exceed two breaks in an 
eight hour shift. As practiced, transition lime will continue 
to be allowed. All lunch and break schedules will be deter­
mined department by department. 



MEMO #11 
May 16, 1988 
Revised: August 1, 1997 

MEMORANDUM OF AGREEMENT 
EMPLOYEE ASSISTANCE PROGRAM 

The Employee Assistance Program is established for the 
purpose of providing guidance and help to employees who 
have committed to resolving their personal problems and 
leading a more healthful and productive life. In-so-far as the 
Company and the Union have committed their resources 
and support to the Employee Assistance Program similar 
commitment must be made by employees who utilize the 
program. The following guidelines are established in recog­
nition of the commitments necessary: 

1. A&D programs must be at a facility/program approved 
by the joint E.A.P. Committee and the Company. Ben­
efits under the Pension and Insurance Agreement will 
not be payable for non-approved facilities/programs. 

2. Each individual entering an in-patient A&D facility must 
make a commitment to a follow-up program which meets 
guidelines established by the Company. It will be the 
responsibility of (he individual to provide a means of 
follow-up verification to the Company. 

3. Benefits under the Pension and Insurance Agreement 
arc limited to one (I) in-patient treatment in an employee's 
lerm of employment. 

4. The Company is in agreement to continue the Employee 
Assistance Program for the term of this contract and, in 
addition, allow the counselor appointed by the Union 
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forty-two (42) hours of Union time off the job to ex­
ecute this program and shall be paid his/her A.E.I.R., 
A.S.T.H.E.. or hourly rale, whichever is higher, 

IN WITNESS HERETO, the parties have caused this 
Memorandum of Agreement to be executed. 

MEMO #12 
May 16,1988 
Reissued: August 1,1997 

MEMORANDUMOF AGREEMENT 
VACATION RELIEF EMPLOYEES 

1. The classification of Vacation Relief is established to 
provide for supplemental manpower during the peak 
vacation periods of May, June, July, and August. 

2. The Company may hire Vacation Relief employees begin­
ning with the third calendar week of April. Vacation 
Relief positions are exempt from (he normal procedure of 
filling a vacancy {ARTICLE IX) and the Company will 
hire directly from outside sources. Vacation Relief em­
ployees may be assigned to any shift and job as needed. 
The Company has the right to reassign the job and/or 
shift or terminate the employment of a Vacation Relief 
employee at any point during the term of his employ­
ment. All Vacation Relief employees must be off the 
active roll following the first Sunday in September. 

3. Vacation Relief employees will work on job classifica­
tions covered by the General Agreement but will not 
acquire any of the seniority rights provided to regular 
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employees under the Agreement. In the event of a plant 
layoff. Vacation Relief employees will be removed from 
the active roll prior to any regular employees, includ­
ing regular employees in their probationary period. Va­
cation Relief employees will be reassigned or removed 
from the active roll prior to a reduction of regular em­
ployees in a classification they are relieving. 

4. Vacation Relief employees will be eligible for Holiday 
pay per Article VII, Section 7.14 of the General Agree­
ment and benefits under Part V, Section B and Section 
F of the Insurance Agreement, including VSR No other 
benefits will be provided. 

5. Vacation Relief employees will be hired at the Hiring Rate 
shown on the Wage Key Sheet and will advance in ac­
cord with Article VII. Section 7.01 (B)(1) and in accord 
with 7.02 (c)( I -4) for time worked on incentive opera­
tions, Transfer rate progression will not apply to Vaca­
tion Relief. 

6. Vacation Relief employees will not be offered overtime. 
Vacation Relief employees may be scheduled to work 
the sixth-day when their assigned department is so sched­
uled. 

7. It is the policy of the Company to provide equal employment 
opportunity without regard to age, sex, color, race, religion, 
national origin, marital status, veteran status or presence of 
non-job-relatcd medical condition or handicap. Employment 
preference for Vacation Relief positions will be to relatives of 
Dunlop employees to the extent practical while maintaining an 
equal employment opportunity. 

IN WITNESS HERETO, (he parties have caused this Memo­
randum of Agreement to be executed. 
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MEMO #13 
May 16,1988 
Reissued: August 1,1997 

MEMORANDUM OF AGREEMENT 

The Company shall send two (2) safety committee members each 
year to a safety and health class which will be held at the George 
Meany Labor Study Center. This will be done until a total of six (6) 
safety members have been sent. 

IN WITNESS HERETO, the parties have caused this Memoran­
dum of Agreement to be executed. 

MEMO #14 
May 16,1988 
Reissued: August 1,1997 

MEMORANDUM OF AGREEMENT 
NEW EQUIPMENT CLASSIFICATIONS 

Based on the modernization of the Huntsville Plant, some ma­
chines and equipment arc being replaced by more modem ma­
chines and equipment. Many times the jobs are not the same, but 
very similar in nature. Should the Company issue the incumbent 
employees layoff notices, it would result in many employees be­
ing bumped from their preferred jobs and shifts throughout the 
plant. In order to avoid displacing many workers, the employees 
on affected classifications where ihejobs arc very similarin nature 
will have the option, in seniority order, of moving from their present 
position to the new job classification prior to posting the new jobs. 
If these employees elect to goto the new classification this will not 
be regarded as an exercise of bid lights. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 
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MEMO #15 
May 16,1988 
Revised: August 1,1997 

MEMORANDUM OF AGREEMENT 
USWA #915/DUNLOPTIRE CORPORATION 

HEALTH AND SAFETY PROGRAM 

THIS MEMORANDUM OF AGREEMENT is made and en­
tered into this 1st day of August, 1997, by and between the 
United Steelworkers of America, AFL-CIO, CLC, Local 915, 
hereinafter referred as the "Union," and Dunlop Tire Corpo­
ration. hereinafter referred to as the "Company," mutually 
agree as follows: 

WHEREAS: It is recognized that the Union and the Com­
pany have concern for the protection and preservation of 
the health, safety and welfare of all those employed under 
this Agreement: and 

WHEREAS: It is recognized that the Union and the Com­
pany are committed to providing for, each employee a place 
of employment free from all recognized hazards that are likely 
to cause physical harm to any employee; and 

WHEREAS: It is recognized that the Union and the Com­
pany have a commitment to the increased awareness of all 
employees in matters relating to safe work practices and 
procedures established for the protection of their health 
and well-being and that all employees have a responsibility 
to follow such safe work practices and procedures; and 
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WHEREAS: It is recognized by the parties of the need lor 
the establishment of further health and safety programs 
which will be beneficial to the health, safety and well-being 
of all employees: and 

WHEREAS: It is the desire of the Union and Company to 
further expand these programs by providing for Personal 
Health Surveillance and off-thc-job safety programs. 

1. To establish a Union/Company Health and Safety Pro­
gram, including the implementation of a Personal Health 
Surveillance Program and an Off-Thc- Job Safety Program. 
(It is the intent of this Program to supplement and not re­
place the plant Safety and Health Program.) 

2. The Central Safely Steering Committee will administer 
the aforementioned Program. The Central Safety Steering 
Committee will establish a subcommittee to administer this 
program. Such subcommittee would consist of the Union 
President for designee). Union Safety Chairman. Human Re­
sources Manager (or designee) and the Safely Engineer. 

3. Il shall be the function of the Central Safety Steerinti 
Committee or the .subcommittee when established, to ap­
prove or establish programs to promote the health and safety 
of all employees, to increase the awareness of said employ­
ees of any potential hazards involved in their work environ­
ment or off the job. and to educate ihc employees on safely 
practices or procedures which eliminate or minimize their 
exposure to debilitating injuries or diseases. 

4. Among the programs or studies that are considered 
within the scope of the Joint Committee's responsibility and 
authority are those utilized. 
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(a) To provide necessary funds to develop or obtain pro­
grams to increase awareness of all employees on mat­
ters relating to safe work practices, prevention of oc­
cupational disease, the use of personal safety protec­
tion devices and any other matters relating to the overall 
health and safety of the employees such as: 

(i) Development of training programs to indoctrinate new 
or transferred employees on the safe and healthful work 
practices associated with the job and work environment. 

(ii) Toxicity data regarding exposure to toxic chemicals. 

(b) To provide funds for expenses of Union Safety and 
Health Representation for attendance at seminars that 
are approved by the Committee. 

(c) To provide necessary funds for the implementation 
of a Personal Health Surveillance Program. 

(d) To provide funds toestablish off-the-job safety programs. 

(e) To provide funds to establish a safety and health 
reference library. 

As a basis for identifying areas requiring attention and/or 
concentrated preventative efforts the parties will utilize data 
and information which is available through Dunlop's Occu­
pational Accident/Illness Reporting System, Joint Occupa­
tional Health and Safety Program and the Personal Health 
Surveillance Program-summary data only. 

It is the intent of the parties to accomplish as many of these 
programs or studies as are practical. Therefore. limits will be 
imposed by the Joint Committee as to the amounts that may 
be utilized for any particular program. 
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5. The following guidelines apply to the implementation of 
the Personal Health Surveillance Program: 

(i) The parties may enter into an agreement with an 
independent impartial health monitoring service to 
administer a questionnaire and those screening tests 
which have been agreed to by the Joint Commiuce. 

(ii) To insure uniformity of testing and interpreta­
tion of all test results, a single health monitoring 
service will be retained. Such service will provide 
its own mobile testing facilities. 

(Hi) The interpretation of all test results, including a 
comparison with previous results for individual 
employees will be provided by the health monitor­
ing service along with its recommendations to the 
employees to insure proper safeguards for their per­
sonal health. 

(iv) The results of the Personal Health Surveillance test 
and recommendations will only be provided to the indi­
vidual employees and their personal physicians. 

The summary of abnormalities shall only be pro­
vided to the Local Union and the Company. No 
individual identifiers will be referenced. 

The summary of abnormatities shall be submitted to 
an impartial third party clinical pathologist (M.D.) 
for review and interpretation. 

(v) The Union and the Company shall encourage 
participation in the programs which will be made 
available on a voluntary basis. Screening tests and 
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completing questionnaires will be performed off 
shift on the employee's personal time. 

(vi) The first series of screening tests and the filling 
out of the questionnaire will be offered to all cov­
ered employees. Testing shall be repeated annually. 

6. A development of a funding system and program based 
on the hours worked per week of the non-salaried (hourly) 
employees. This fund is to be set aside by the Company 
and to be jointly administered by representatives of the 
Union and the Company. 

Adequate funding shall be available and utilized in the fol­
lowing programs: 

A. Personal health surveillance and Labor/Management 
Safety and Health Training Programs. 

7. All necessary expenses incurred in the implementation of these 
Programs, not toexceed the equivalent of two cents ($,02) per hour 
for each hour worked by employees covered hereby, shall be fore­
gone from future C.O.L.A.'s of this current agreement. 

In the event the current function of $.02 per hour is insuffi­
cient to meet the expenses of the program, an additional $.01 
may be allocated from future CO.L. A. for the period required 
to bring the fund to the required level. The Union will notify 
the Company when to increase the allocation and the date 
to reduce the allocation to S.02 per hour. 

8. At three (3) month intervals, the Company shall furnish 
the Union a written statement indicating the money avail­
able and current expenditures under the program. 
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9. The Company will take the following actions to facili­
tate the successful implementation of this Joint Safety and 
Health Program. 

A. The Company will cooperate with the Local Union 
Safety Chairman in coordinating the implementation of 
the health screening program, including consideration 
of time necessary to ensure a successful program. 

B. The Company shall cover all expenses incurred by 
the Union during their attendance at the Annual USWA 
Joint Labor/Management Health & Safety symposium. 
The Union will be represented by: 

- The Union President or his designee. 
- The Local Union Safety Chairman 
- Three Union members of the plant U/M Safety 

committee 

C. By the same token the International Union has in­
vited and encouraged attendance and participalion by 
the Company at this same Joint Labor/Management 
Health & Safety symposium. 

10. This Agreement will become effective on the 1st day of 
August. 1997. 

MEMO #16 

Reissued: August 1,1997 

MEMORANDUM OF AGREEMENT 

RE: Stock TruckerOvertime (Job Station Assignment, Dept. 730) 

Stock truckers will be allowed job station preference by se­
niority on overtime provided they are available to meet with 
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their supervisor for selecting job stations at shift starting 
time. The only exception to the above is that a stock trucker 
working overtime and his/her normal preference job station 
is open, he/she shall be given preference of that job station 
regardless of seniority. It is agreed that stock truckers will 
be informed of the availablejob stations at the time overtime 
is being offered, with the understanding that they will select 
job stations by seniority at starting time. In the event an 
employee is not available at shift starting time, the employee 
will lose all rights and will be assigned a job station by the 
supervisor. Overtime employees will line up first in-class 
then out-of-class, temporary transfer employees will fill job 
stations after the above. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO #17 
July 20, 1991 
Reissued: August 1, 1997 

MEMORANDUMOF AGREEMENT 
OVERTIME SOLICITATION 

Each Department will utilize the uniform weekly overtime 
solicitation method unless it is mutually agreed by the Di­
vision Chairman and Manager to forgo this requirement 
for a Department or job. 

Thursday at 2:00 P.M. each week a posting for each shift 
will he placed on the departmental hid let in hoard. This 
posting will cover the period of the following Saturday 
through Friday. 
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Department employees will have the opportunity to re­
view this posting and initial their overtime choices until 
the time the posting is removed from the board. Postings 
will be removed from the board at the following times: 

'A'Shift at 8:00 AM. Wednesday 
B' Shift at 4:00 P.M. Wednesday 
'C Shift at Midnight Wednesday evening 

Employees who are absent and unable to request or initial 
their overtime requests in person will be required to con­
tact their Supervisor to make and initial their overtime 
requests on the posting. 

After the request posting is removed from the board it is 
marked final and a copy will be made; the original is re­
tained in file and the copy will be posted by Thursday 2:00 
P.M. When the need for overtime arises, overtime will be 
offered to low-houred employees who have indicated their 
desire to work on the request sheet. There is no obligation 
to balance overtime offerings to employees who have not 
indicated a request to work at the specific lime period the 
overtime is being offered for. 

Once an employees has indicated a request to work for a 
specific overtime period, that employee must maintain his 
commitment unless he notifies the supervisor prior to the 
actual offer of overtime that he no longer wishes to work at 
(hat time. Failure to maintain an overtime commitment on 
fifty percent (50%) of the available offered occasions dur­
ing a thirty calendar day period will result in loss of privi­
lege to request overtime for thirty calendar days. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed, 
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MEMO #18 
July 20, 1991 
Reissued: August 1,1997 

MEMORANDUM OF AGREEMENT 
GRIEVANCE/ARBITRATION 

The parties recognize that the Grievance/Arbitration sys­
tem established in the General Agreement represents the 
mutually administered means the parties have established 
for resolving contractual disputes. The parties agree that 
the joint Grievance/Arbitration system is of mutual impor­
tance to the parties as well as all Huntsville employees 
whether they are in the Bargaining Unit or Management. 

Both parties acknowledge that there have been problems in re­
solving disputes through the Grievance/Arbitration procedure. 
However, while the Union and the Company have noted some 
shortcomings on the part of the other party, both are now willing to 
move towards correcting these areas of concern. 

I. It is hereby that towards securing the continuing viability 
of the Grievance/Arbitration system the parties will: 

1. All parties will handle the affairs of the Grievance/ 
Arbitration system in a professional and cooperative 
manner. 

2. All parties will abide by the agreed upon provisions 
of the Grievance/Arbitration system. 

3. All parties will encourage resolution of disputes as 
promptly and as close to the source as possible. 

4. The parties will jointly pursue continuing improve­
ments in the Grievance/Arbitration system. 
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I I . In furtherance of this commitment, it is agreed to estab-' 

lish the fo l lowing program for Arbitrat ion in addition to the 

provisions contained in Section 5.04: 

A. Beginning in September 1991 and coniinuing every third 

month thereafter, the Union President and the Manager Em­

ployee Relations shall select through mutual agreement at 

least four active grievances from each Production Center to 

be arbitrated under the terms of this memorandum. 

B. The grievances selected under paragraph A above w i l l 

. be assigned for resolution to Union and Company rep­

resentatives identified in the Second or Third Step of 

the Grievance system. 

C. The representatives assigned the grievances shall have 

complete authority and responsibility for resolution of 

the grievances. 

D. Should the representatives in C above fail to resolve 

any of the assigned grievances, it w i l l be the responsi-

• bi l i ty of the same representatives to personally present 

the disputed grievances in arbitration. This responsi­

bi l i ty cannot be delegated from the original assignment. 

E. Arbitrat ion hearings for airing grievances under this 

memorandum w i l l be scheduled to be held two weeks 

after the assignment of the grievances. 

F. Arbitration under this memorandum shall fo l low the 

standard practices o f the parties with trie exception that 

., post-hearing briefs w i l l not be uti l ized. 

G. The decision of the Arbitrator on cases heard pursuant 

,, to this memorandum shall have no precedent value. 
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H. The commitment of assigning grievances for a Produc­
tion Center shall be relieved only when there are no 
active grievances in the backlog of the Production Center 
which can be mutually agreed to under A and G above. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO #19 
July 20, 1991 
Reissued: August 1,1997 

MEMORANDUMOF AGREEMENT 
SEVEN DAY OPERATION 

The parties agree that it is in their mutual interest to insure 
that the Huntsville plant obtains and maintains a competi­
tive position in our industry. To this end the Company may 
at its discretion institute Seven Day Operation(s) by classi­
fications. by department(s), or planlwide. The Company 
may discontinue such operation(s) when the Company de­
termines business conditions warrant doing so. 

The Seven Day Operation schedule for the Huntsville Plant 
will be established in the following manner: 

1. The Seven Day Operating Schedule for the Huntsville 
factory will be determined by a vote of the Huntsville 
Bargaining Unit. 

2. The vote shall be between the two Seven Day Operating 
Schedules agreed upon during the 1991 Negotiations. 
These two schedules are: 
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A. The 6 2/3 Operating Schedule - Exhibit A 
B. The 12 Hour Operating Schedule - Exhibit B 

3. To provide adequate time for employees to study and 
become familiar with the two seven day operating sched­
ules, the vote will be within 50 days following ratifica­
tion of the General Agreement. 

EXHIB1TA 

The 6 2/3 Seven Day Operation Schedule will include the 
following revisions to the General Agreement: 

6.01 (C) 
Add- For department(s) on the Seven Day schedule, 
the standard workweek is defined as five (5) eight hour 
days within the week. 

6.04(C) 
Add- Shifts which do not work on Thursday or Friday 
of the week will be paid on Wednesday. 

7.06(C) 
Add- For department(s) on a Seven Day Schedule, 
doubletime shall be limited to work performed on a Holiday 
or the seventh consecutive day of the payroll week worked. 

7.1<KCKa) 
Add-.unless the plant is operating on a seven day schedule 

7.14(C)(10) 
Change- In the event the first of the two ^consecu­
tive holidays falls on Sunday and the plant is not 
operating on a seven day schedule, the holiday will be 
determined by mutual agreement. 
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EXHIBIT B 

The 12 Hour Seven Day Operation will reflect the language 
of the Banbury Seven Day Operation as effective with the 
1991-1994 General Agreement with the following revisions: 

1. The payweek of the schedule will be adjusted to four (4) 
hours of overtime in the standard two week working cycle. 

2. Holiday pay will be revised to provide for eight (8) hours 
of holiday payment for holidays falling on either sched­
uled or unscheduled work days of the crews. There will 
be no SUB for the balance of unpaid hours. 

3. Overtime premium payment will apply to hours worked 
over forty in a payweek and will be paid at time and one-
half in all cases including Sunday. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO#20 
July 20, 1991 
Reissued: August 1,1997 

MEMORAMDUMOF AGREEMENT 

The parties recognize that historically in the Huntsville plant 
job classifications have evolved through revision, consoli­
dation, separation, and other forms of change. This con­
tinual change is expected to continue in the future as pro­
cesses, methods, and products change. 
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To protect the rights and security of employees, as well as 
to ensure continued fair and consistent treatment of em­
ployees the parties do hereby agree to the following: 

1. The Company and the Union Bargaining Committee can 
mutually agree to avert situations where the strict appli­
cation of the job bidding and layoff system of Article IX 
of the General Agreement would result in employees being 
unfairly bumped from their preferred jobs and shifts. 

2. To ensure fairness, the Company and the Union Bargain­
ing Committee can mutually agree to an application of 
seniority during such change which may differ from the 
strict application of the job bidding and layoff system of 
Article IX of the General Agreement but which is in keep­
ing with the intent of our seniority system. 

3. To ensure consistency, the Company and (he Union Bar­
gaining Committee will establish and maintain a record 
of jobs which have changed in the past or do change in 
the future as contemplated by this memorandum. 

IN WITNESS HERETO, the parties have caused this Memo­
randum of Agreement to be executed. 

MEMO #21 
June 20, 1990 
Reissued: August 1,1997 

MEMORANDUM OF UNDERSTANDING 
COMMITMENTTO COMPETITIVENESS 

The Management of Dunlop-Huntsville recognizes that it cannot 
get along without Labor any more than Labor can get along with-
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out the Management. Both are in the same business and the suc­
cess of that business is vita] to all concerned. This requires that 
both Management and the Union members work together to the 
end that the quality and cost of our product will prove increas­
ingly satisfactory and attractive so that the business will be con­
tinuously successful. 

Dunlop holds that the basic interest of employer and employees is 
the same. Job security through the long term success of the 
Huntsville Plant is a common goal. This success of the Huntsville 
Plant will provide employees with prospects of more stabilized and 
increasing job opportunities. This objective, however, can be 
accomplished only if full and wholehearted cooperation is sup­
ported, agreed to, and implemented by the Company and Union 
on the basis of mutual trust and respect. It is imperative that the 
Huntsville Plant be competitive if the Company, the Union, and the 
employees are to have a future at the Huntsville Plant. 

It is of critical importance to recognize that equipment, method, 
procedure and other technical expertise in manufacturing radial 
tires are constantly upgraded, and that such upgraded technical 
expertise is put to effective use for the people dealing with it. 

In order to realize the full benefit of changes and upgrades and to 
improve the competitiveness of our plant, Management person­
nel and the Union Bargaining Committee will undertake problems 
with the effort of cooperation to acquire by mutual agreement the following: 

ONE- In order to make the plant competitive and viable, the need 
to change raw materials, equipment, procedures, methods, 
manning requirements, scope of work activity, crew, composi­
tion and other aspects of the manufacturing activity will con­
tinue. The Union recognizes this necessity, and will assist the 
Company's efforts to encourage employees to provide their 
full cooperation. 
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Implementation of the foregoing understanding will then re­
quire the Union and the employees and Management. 

A. To anticipate combination, abolition or creation of 
departments, and/or classifications, or redefinition of 
existing department and classification. 

B. To agree that each employee is responsible for the 
quality of his own work. In doing so, the Company will 
insure that each employee has the resources and knowl­
edge to assess his product or function. 

TWO- The Company will explain in delail in advance of 
effecting changes referred to in ONE above to the Union 
and respective employees lo be affected. The specific 
changes are not intended to increase the workload on 
the employees beyond the level con-templated in the 
Collective Bargaining Agreement, but will require work­
ing to that workload, some training, orientation to new 
methods, and flexibility of approach. 

THREE- The parties hereto recognize that traini ng is an important 
aspect to efficient operation of the plant, and the Union agrees 
that it will encourage training among fellow workers. 

IN WITNESS HERETO, the parlies have caused this Memo­
randum ol Agreement to be executed. 
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MEMO #22 
September 23, 1994 
Revised: August 1,1997 

MEMORANDUM OF AGREEMENT 
HUNTSVILLESHP 

This Memorandum is entered into for the pmpose of establishing 
anew Huntsville Standard Hour Plan (SHP) lor the Tire Building 
incentive classifications, the provisions of this SHP apply only to 
the Tire Shop. The new Standard Hour Plan (attached) will totally 
replace the SHPof the 1991 -1994 General Agreement. Thisnew 
SHP will control and replace all prior payment agreements, letters. 
policies, and practices, (both written and unwritten), thai apply to 
incentive paid jobs or operations. 

The language noted below in the 1994 General Agreement 
will be modified or replaced by the terms of the new SHP: 

ARTICLE VI 
Section 6.01(D) 

delete "...who arc on hourly-raled and continuous 
operation jobs..." 

ARTICLE VII 
Section 7.01(A)(1) 

Replace with: "The Incentive Key Sheets shall show 
the Incentive Base Rate and earnings at the 115% and 
120% levels of each grade." 

A notation on the Wage Key Sheet will be made that 
incentive base rate is the minimum guarantee for tire 
building. 
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Section 7.01 (C) 
Revise the language of the new HunLsville Wage Curve -
1994 Agreement, for rale progression and qua) i fication. 

Section 7.02 (A) thru (D) Delete 

(E) (1) Delete last sentence 

Section 7.03 Delete | insert new SHP language] 

Section 7.04 change to base rate 

Section 7.08 (B) & (C) change to 120% 

Section 7.08 (D) change to base rate 

Section 7.09 (A) change to base rate 

Section 7.10 Language o.k. but paid lunch for incentive 
employees will be at A.S.T.H.E. 

Section 7.12 (A) 120% of base rate 

Section 7.13 Language o.k. but any call-in pay for 
incentive employees will be at the incen­
tive base rate 

Section 7.14(B) A.S.T.H.E. 

Section 7.IS change to base rate 

Section 7.16(A) &(B) 115% of base rate 

Section 7.17 115% of base rate 

Section 7.18 120% of base rate 
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ARTICLE VIII 
8.01 (C)(2) 115% of base rate 

ARTICLEX 
10.01 A.S.T.H.E. 
10.02 (C)(7) A.S.T.H.E. 

ARTICLE XI 
11.10 all departmental agreements that deal with incentive. 
incentive rates of pay or incentive practices are superseded 

MEMORANDUM OF AGREEMENT 
Delete "Clean Card" Memo, as revised #10 (# 14) 
Delete Add-On Percentage Allowance Memo (#16) 

LETTERS OF AGREEMENT 
Delete Letter #17 

Replaces Section 7.03 
Section 7.03 - Administrative Policies - Wage Plan 

The following basic general policies will govern the admin­
istration of the Dunlop Standard Hour Plan for the Tire Build­
ing Operations. 

The Company will establish time standards for individual 
operations and/or groups of operations. 

1. Principles 

The Union, the Company and the employees recog­
nize and agree that in order to provide opportunities 
for continuing employment, good working conditions. 
and fair and equitable wages, the Company must im­
prove its competitive position through optimum pro­
ductivity and minimum costs. The parties further agree 
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that the Company will be supported in its efforts to 
improve productivity, eliminate waste, conserve mate­
rials and supplies, and improve quality of workman­
ship, and that employees will provide a good incen­
tive effort toward incentive work. 

2. Basic Plan 

The basic plan shall be a Standard Hour Plan (SHP) in 
which incentive standards will be expressed in terms 
of standard hours for a specified quantity of quality 
production. However, other suitable time standards 
may be used in those situations where the standard 
hour plan is inappropriate. 

3. Installation 

When jobs in a classification or department are placed 
on the new SHP standards, all former standards will 
become void. The correctness of new SHP standards 
shall not be judged in any way by comparison to former 
incentive or other standards or performance but. rather 
by the provisions of this SHP. 

4. Establishment of Standards 

(a) SHP standards established after the effective dale 
of this Agreement may be established by any accepted 
industrial engineering technique such as time study, 
standard data, predetermined time systems, or a com­
bination of these. Reasonable allowances for personal, 
rest and unavoidable delay will be applied to each 
standard, for Tire Building positions this allowance 
will be fourteen percent (14%). 
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(b) SHP incentive standards when set as defined in 
(a) above will be established to provide an earnings 
opportunity of approximately twenty-five percent 
(25%) above the incentive base rate on the manual 
portion of a job for a normal qualified o p e r a t o r 
working at a normal incentive pace. 

(c) An incentive opportunity al lowance of twen(y-five 
• percent (25%) shull be added to all enforced idleness 

within the machine or process cycle. This allowance 
will be added even though there exist manual elements. 
required by the established method, which are wholly 
interna] to the enforced cycle time; it being under­
stood that manual elements may be added to more 
efficiently utilize such enforced cycle time without af­
fecting the standard. The objective in establishing new 
and revised incentive standards under this SHP shall 
be to provide an opportunity for a normal qualified 
operator working at a normal incentive pace to earn 
approximately twenty-five percent (25%) above the 
incentive base rate. It is recognized thai individual 
SHP standards may provide somewhat more or less 
than the twenty-five percent (25%) earnings opportu­
nity even though they are set as accurately as engi­
neering techniques permit. The fact that employees 
do not achieve such performance and earnings is not 
in itself grounds that the standard is not correct. In no 
case is the approximate twenty-live percent (25%) to 
be construed as a minimum guarantee. However, an 
individual incentive standard which does not provide 
an incentive opportunity of at least twenty percent 
(20%) shall be considered unsatisfactory and subject 
to revision under subsection (d) below. 
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<d) After a new or revised SHP standard is installed 
on a job, any complaints and grievances regarding such 
standard(s) shall be handled in accordance with the 
Grievance Procedure under the General Agreement. 

Changes in Work Standards 

After installation, all SHP standards will be subject to 
replacemeni or revision resulting from changes of 
methods or procedures including, but not limited to: 
feeds, engineering or specification changes, speeds, 
tooling, materia!, workplace layout, quality level, or an 
accumulation of any such changes which affects the 
time standard. 

Clerical or arithmetic errors will be corrected when found. 

Calculation of Incentive Earnings 

Production will be calculated for each employee or 
group for the total hours worked on standard during 
each work period. Incentive earnings will he calcu­
lated for each employee for the total hours worked on 
incentive during each workday. 

Temporary Standards 

When not practical to set a permanent SHP produc­
tion standard, a temporary standard may be estab­
lished until a permanent standard can be established. 
A temporary standard shall become void after thirty 
(30) days absent mutual agreement. 
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8. Payment for Loss of Time 

Delays may occur which are beyond the control of the op­
erator because of equipment failure, power failure, lack of 
material, quality problems, lack of schedule, or other causes. 
When such a delay is properly reported to and approved by 
the employee's supervisor, the employee will receive pay­
ment at the incentive base rate for the time so lost to the 
extent that such time exceeds six (6) minutes, 

(a) Delays of less than six (6) minutes and the first six 
(6) minutes of each delay which equals or exceeds six 
(6) minutes shall not be accumulated during the day 
and are considered compensated for by appropriate 
allowances in the standard. 

(b) Payment for such delays beyond the first six (6) minutes 
on each occasion shall be treated as downtime and paid at 
the applicable incentive base rate. Should the employee 
encounter more than two (2) delays which equal or exceed 
six (6) minutes during the course of a workday, the entire 
duration (including the first six (6) minutes) of each subse­
quent delay (3rd, 4th, etc.) during such workday will also be 
treated as downtime and paid at the applicable incentive 
base rate. 

9. Group Standards 

Standards under the SHP may be based upon group 
or individual performances. For operations where the 
Company decides that group or departmental stan­
dards are preferable, the total performance hours 
achieved by the employees comprising the group shall 
be divided among the participating members of the 
group in proportion to the hours spent in the group 
by each. 
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10. One for One Payment System 

SHP standards shall be based upon the principle that an 
incentive employee wil 1 cam an additional one percent (1 %) 
of the incentive base rate for each one percent (I %) of addi­
tional performance above the standard. 

U. Payment for Work Not Incentive Rated 

An employee working in an incentive classification 
will be paid the applicable incentive base rate as an 
hourly rate for all time he is assigned to unrated work 
within the incentive classification provided, however: 

(a) thai an operator who transfers temporarily at the 
request of the Company from his classification's work 
to perform work of another classification wi!! he paid 
at A.S.T.H.E.. Further, it is understood thai the opera­
tor requested to transfer is fuiiy capable of operating 
his equipment (i.e. has stock, no inventory problem, 
no machine problem, etc.) but is assigned lo fill in for 
a known vacancy such us absentee, no bid job. or 
lunch/breaks, rather than perform work in his/her clas­
sification. Employees shall have lo exhibit incentive 
effort when working on icmporary assignment away 
from their normal work lo qualify for payment other 
than base rate under this paragraph. 

(b) that assignments to the following activities or as­
signments away from their normal work schedule will 
be paid at 120% of the incentive base rate: 

{I) Assignments loexpcriineraal/protolypc work, and 

(2) Participation in Company called meetings. 
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(c) thai assignments to the following activities or as­
signments away from their normal work schedule will 
bepaidatA.S.T.H.E: 

(1) Time spent at the request of the company in 
the instruction of another operator, and 

(2) Approved Union Business. 

(d) When the Company places an incentive operation on an 
ofl'-slandaal basis, due to a change in materials, method, or 
processes, qualified incentive workers will be paid the off-
standard rate of 115% of base rate. Operators must demon­
strate incentive effort during the off-standard period to 
qualify for the off-standard rale. 

(e) Payment provided for under (a), (b). (c). and (d) 
above will be made only when the above assignments 
are made and the incentive employee is deprived of 
incentive earnings opportunity. For example, pay­
ments will not be made under the above where there is 
not scheduled work for the employee to run on incen­
tive and the assignment constitutes utilization of avail­
able manpower, nor shall such payments apply where 
the assignment is made during a downtime situation. 

12. Supplemental Standards 

When an employee working on a SHP standard encounters 
continuing off-standard conditions of a temporary nature 
which arc significantly affecting his performance, e.g., equip­
ment malfunctions, etc.. Industrial Engineering may estab­
lish a supplemental standard or temporary allowance to com­
pensate for the off-standard condition for the duration of 
such conditions. Any supplctnenlai standard or temporary 
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allowance under this Section shall be applicable only so 
long as the unusual conditions, for which they were estab­
lished, continue to exist. Where a supplemental standard or 
temporary allowance is not applied (e.g., when the duration 
of conditions is insufficient to establish supplemental stan­
dards), the duration of the recognized condition will be com­
pensated at the higher of the applicable incentive base rate 
or the employee's incentive earnings for the period of the 
condition. 

13. Notification of Standards and Requirements 

(a) Incentive standards or changes in incentive stan­
dards will become effective on the date of issuance of 
the standards or changes in standards. 

(b) All incentive employees including new employees 
and transferees will be notified of their time standard 
in standard hours per unit. They will be instructed on 
the job method, and sequence, as necessary before 
the incentive standard becomes effective. 

(c) The Union Division Chairman and the Committeeman of 
the department affected will be notified of the new incentive 
standards or changes in existing standards. When incen­
tive standards are being established on new or substan­
tially changed operations, the Company will furnish a copy 
of all new or changed job methods or sequences to the 
Union Chairman so that he may review how the Company 
wants the job perfonned. 

14. Expected Incentive Performance 

The expected incentive earnings rate is 120% of the job. 



SUB AGREEMENT 

SUB BENEFIT Calculations under the SUB Agreement will 
be at 120% where A.E.I.R. was previously specified. 

PENSION AND INSURANCE AGREEMENT 

Workers Compensation supplement wi II be 80% of the Fixed Rate 
for the applicable Labor Grade of the ne w Hu ntsvi I Ie Wage System 
-J997 Agreement. 

There will be no A.E.I.R.,95% A.E.I.R., A.S.T.H.E. (except for over­
time premium calculations and as otherwise designated in this 
memorandum), or any of the old pay modes. All payments will be 
governed by the pay levels set forth in the Standard Hour Plan. 

THE PRIOR WAGEPAYMENTSYSTEMjINCLUDINGALI. 
CONTRACT AGREEMENI^GRIEVANOTSETrLJiMENTS, 
MEMORANDA OR LETTERS OF UNDERSTANDING, DE-
PARTMEmALAGREEMENTSORPASTPRACTICESRE-
I.AITNG TO THE ESTABLISHMENTOFSTANDARDS OR 
THEPA\TVtENTOFEVCrjVTTVEEMPLOYEESUNDERTHE 
OmiNCTMTV^SYSTEM,\VHETHERWRnTENORORAL, 
WIU.BECX]ME^aJIXANDVOID.ANY^SWAGREE^lENTS 
MUSTBEIN WRITING ANDSIGNEDBYBOTHPARTIES. 

Payments levels under the Huntsville Standard Hour Plan 
shall be in accordance with the following schedule: 

Huntsville SHP Payment Levels 

New Old 
Code Code 
624 424 
625 425 
628 

Condition 
of Downtime 
Mechanical 
Electrical 
Tom liner,jam-up 
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Payment 
Level 
base 
base 
base 

Subject to 
Carve-out 
Yes 
Yes 
Yes 



626 
627 
618 
630 
694 
637 
660 
654 
655 
629 
409 
156 
312 
302 
780 
520 
219 
419 
728 
428 
429 
769 

335 
432 
250 

426 
427 
428 
330 
294 
417 
460 

629 

780 
420 

419 

429 
469 

335 

250 
1920/0000 
720 
770 

No Stock 
Bad Stock 
First Aid Time 
ChanjKTime 
Service Own Stock 
Schedule Complete 
Machine Move 
Report-In 
Call-in 
Routine Quality Checks 
Retroactive Payment 
Compensation Hearing 
OtTSlandanJ 1 si Stage 
OirStandaiu^ndStage 
Bkxxl Drive/United Way 

Training/Qualified Trainee 
Military Duty 
Jury Duty 
Funeral Leave 
First Dayot'lnjury 
Specification Trial 
Meetings 
S.U.B.80%of 

LuncfvBfcak 

base 
base 
base 
base 
base 
base 
base 
base 
base 
base 
base 
base 
115% 
115% 
115% 
115% 
115% 
120% 
120% 
120% 
120% 
120% 
120% 
ASTHE 

Union RepicscntativeTime ASTHE 
TeniporaiyTransfei'(taie) 
Holiday 
Trainer/ Instructor 
Safely Rep. Time 

ASTHE 
ASTHE 
ASTHE 
ASTHE 

Yes 
Yes 
Yes 
Yes 
Yes 
Yes 
Yes 
Yes 
Yes 
Yes 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 
No 

Workei'sComp Supplement 80% Fixed Rate-
NoGirvc-out 

Down Time designation codes are subject to revision for 
identification purposes. 
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WEIGHT ALLOWANCE CHART 

Physical: Consider the average weight handled per man 
and only those elements of timcunder load to determine 
percentage (total time for under load elements divided by 
base time and use the closest percentage on the chart). 

Weight Allowances - The percent allowances given below 
are based on the effective net weight being handled. 

Effective 
Net Weight 
Handled 
Lbs. 

1-10 
11-20 
21-30 
3140 
41-50 
51-60 
61-70 
71-80 

1-12% 

2 
3 
5 
6 
7 
8 
7 
8 

""• Percent of time 
13-25% 

3 
4 
6 
7 
9 
11 
14 
17 

26-50% 

2 
5 
9 
13 
17 
22 
28 
34 

under load 
51-75% 

3 
7 
13 
19 
25 
X 
X 
X 

:*** 
76-100% 

4 
10 
17 
25 
34 
X 
X 
X 

IN WITNESS HERETO, the parties have caused this 
Memorandum of Agreement to be executed. 
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MEMO # 22 
September 23, 1994 
Revised: August 1,1997 

MEMORANDUMOF AGREEMENT 
MAINTENANCE UNTTOVERTIME 

(A) When maintenance employees are needed for overtime 
hours in continuation of their regularly scheduled crew to 
work on a breakdown, i t is understood that the maintenance 
employee working on the breakdown may continue the work 
without regard to their position on the overtime chart. 

(1) Job continuation supersedes all overtime rules, 
not excluding the sixteen (16) hour continues rule. 

(B) Alt overtime general rules, per Article VI, Section 6.06, 
apply in addition to items under paragraph (B) of this 
memorandum. Due to the nature of the work in the 
maintenance department, ii may be necessary for these 
employees to continue work for more than twelve (12) 
hours, but not more than sixteen (16) hours. 

(1) All overtime will be charged unless it iscanccled by 
the employer. 

(2) If anyone has aquestion about the overtime distribu­
tion, they may inspect the overtime records. 

(3) Once overtime has been offered and new overtime 
arises, the overtime employee cannot bump the origi­
nal employee. 

(4) New employees will be given the greatest number of 
overtime hours on all overtime list after the comple­
tion of sixty (60) days employment. 
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(5) Overtime hours will be zeroed on the first sched­
uled day of January of each new year. 

(6^ (a) Anyone changing crews, areas or jobs will 
assume the greatest number of overtime 
hours on the in-class chart on the crew, area 
and job that the employee is going to. 

(b) Anyone changing crews, areas or jobs will 
assume the greatest number of overtime 
hours on the out-of-class chart on the crew 
that the employee is going to. 

£c) In the event of a temporary crew, area, or job change 
not to exceed two weeks, each employee will as­
sume the overtime hours with whom he swaps. 

(7) Overtimelistwillbekeptonaweeklybasis. Anupdated 
list will be posted by 2:00 p.m. each Monday. 

(8) Overtime will be distributed according to the 
employee's position on the overtime list with the 
low houred employee being asked first. 

(9) Maintenance Unit overtime shall be distributed within 
the area first from the overtime sign-up sheet in accor­
dance to Article VI, Section 6.05 and the twelve (12) 
hourblock oreight (8) hour block will be offered first to 
I ikewise olFcre w prior to offering four (4) hours over. 

(a) Overtime will be distributed first within the 
classification and area on the shift which the 
work is to be performed. 

(b) If sufficient overtime coverage cannot be 
obtained under (9)(a) above, the overtime will 
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then be distributed among qualified employ­
ees on other classifications of that shift. 

(c) If overtime coverage cannot be obtained by 
(9)(a) or (9)(b) above, the overtime will be 
offered to qualified employees on the off crew. 

(10) Anyone refusing voluntary overtime, who wishes to 
change his mind must receive approval from the main­
tenance supervisor four (4) hours prior to the time the 
overtime is to start provided the overtime has not 
been filled. 

(11) Anyone assigned to work in anotherclassitlcation for 
one (I) week, day, or more will have overtime rights 
the same as the permanent classified employee. This 
applies only during the lime of the assignment. 

(12) In class overtime, out-of-class overtime and double 
time overtime will be kenton separate charts. 

(13) An employee unable to work voluntary overtime will 
not be penalized in respect to holiday pay providing 
he has worked the last scheduled day before and the 
first scheduled day after the holiday. 

(14) If an employee accepts overtime to be worked on a 
following work day such overtime shall be consid­
ered scheduled. The overtime work may be canceled 
by noli fy i ng the employee prior to reporti ng for work 
on the day the overtime work was scheduled. 

(15) Overtime sign-up survey forms will be utilized to 
determine availability for overtime by area both 
in-class unci out-of-class. 
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(16) When emergencies or absentee call-ins occur near 
the end of a shift (two hours or less) the crew 
that is working prior lo the emergency or absen­
tee call-in can be offered overtime until someone 
on the off crew arrives. 

MEMO #34 
September 23,1994 
Revised: August 1,1997 

MEMORANDUM OF AGREEMENT 
nVEDAYI.ANC.UAGE 

Section 6.05 - Overtime Distribution 

(A) When overtime is offered for the first scheduled shift, the 
"A" shift iii-classificalion employees will be offered four(4) 
hours from 3:(X)a.m. to 7:00a.m., the "B"shift in-classifica-
lion employees will be offered the hours of 11 :(X)p.m. to 3:00 
a.m. If these hours are refused by the "A" shift in-dassifica-
tion employees, the "B" shift in-classUTcatioO employees 
will be offered the eight (S)hours. If the overtime still exists. 
it wi 11 be offered i n the same manner to the qual i fled out-of-
ciussiftcation employees. When overtime is offered for the 
last scheduled shift, the overtime will be offered in the same 
manner as outlined in the above paragraph except the "C" 
shi ft eligible employees will be offered the oveiti me i n lieu of 
the "B" shift employees. 

Maintenance Unit 
(B) On a scheduled Saturday, the second shift (B) will be 

scheduled to do this work during their normal shift 
when possible. If there is very little work that may go 
into the second shift, the second shift will be sched-
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uled to work days. If this condition occurs then the 
overtime to the "B" shift will be voluntary. 

(1) On an unscheduled Saturday, any available 
overtime will be offered by position on the over-
lime list, with the low qualified employee being 
offered first. Shift will be determined by senior­
ity. 

(2) If anyone who is out but would be available for 
weekend overtime, they should call the Mainte­
nance coordinator before 10:00 A.M. Thursday 
as the Maintenance coordinator will not con­
tact them. They will be considered unavailable. 

(3) All overtime will be charged unless it is canceled. 

(4) If anyone has a question about the overtime dis­
tribution, they may inspect the overtime records. 

(5) Once overtime has been offered and new overtime 
arises, the overtime will be offered at the original 
cut off point. The new overtime employee cannot 
bump the original employee. 

(6) Regular assigned shift people have priority to 
overtime four (4) hours before and four (4) hours 
after their shift. 

(7) New employees will be given the greatest number 
of hours on the overtime list after the completion 
of sixty (60) days employment. 

(8) Overtime hours will be zeroed the first Monday in 
January of each year. 
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(9) fa) Anyone changing crews, areas or jobs will 
assume the greatest number of overtime hours 
on the in-class chart on the shift, area and job 
that the employee is going to. 

(h) Anyone changing crews, areas or jobs will as­
sume the greatest number of overtime hours 
on the out-of-class chart on the shift that the 
employee is going to. 

(c) In the event of a temporary shift, area, or job 
change not to exceed two weeks, each em­
ployee will assume the overtime hours with 
whom he swaps. 

(10) Overtime will be kept on a weekly basis. An up­
dated list will be posted by 2:00 P.M. the first full 
plant work day of the week. 

(11) Overtime will be distributed according to the 
employee's position on the overtime list with the 
low hour employee being asked first. 

(12) Maintenance unit overtime shall be distributed 
within the area first. 

(A) Overtime will be distributed first within the classi­
fication on which the work is to be performed. 

(B) If sufficient overtime coverage cannot be ob­
tained under (12)( A) above, the overtime will then 
be distributed among qualified employees on 
other classifications on that shift. 

(13) Anyone refusing voluntary overtime, who wishes 
to change his mind, must receive approval from 
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the maintenance coordinator four (4) hours 
prior to the time the overtime is to start. 

(14) Any people assigned to work as a classified 
person in an area for one (I) week day or more 
will have the first choice of daily overtime the 
same as the permanent classified employees. If 
the assignment of one (1) calendar week or 
longer they will be entitled to weekend or shut­
down work. This applies only during the time 
of the assignment. 

(C) Dai ly oveni me after eight (8) hou i's of work or over-time after 
the completion of the scheduled forty (40) hour week is 
voluntary except as provided elsewhere in the Agreement. 

(D) When an employee works over ten (10) hours, he shall be 
allowed an additional twenty (20) minute paid lunch period. 

(E) Overtime charts showing overtime hours charged to 
each employee on the job will be maintained in each 
department. When a full classification other than the 
Maintenance Unit, is scheduled to work on all three 
shifts of a Saturday, the eight (8) hour shift will not be 
included in any overtime charts. 

(F) It is recognized thai voluntary unscheduled overtime 
on Saturday and/or Sunday must lake place on the 
shift based on the efficient operation of the depart­
ment and consequently is not totally confined to any 
one shift. Shift continuation (four (4) hours prior - four 
(4) hours after) applies only to hours which are sched­
uled. In offering eight (8) hour blocks which are sched­
uled. in offering eight (8) hour blocks, the Company 
will first offer these hours to low houred employees 
regardless of shift assignment (A,B,C) except when a 
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full department is working, then employees will be of­
fered their preference shift. In situations where there 
is a scheduled shutdown and/or start-up of a depart­
ment, this paragraph Q may result in certain employ­
ees working two (2) hours above the sixteen (16) hour 
limitation. When there is an absentee vacancy, classi­
fication employees which have not had the opportu­
nity will be offered the eight (8) hour block of overtime 
and if the vacancy still exists it shall then be offered in 
four (4) hour blocks to the in-classi fication employees 
which are scheduled. If the vacancy still exists it shall 
be offered to the qualified out-of-classification em­
ployees in the same manner. An exception to the above 
application will be necessary continuation involving 
minimal time due to extraordinary circumstances. 

Examples but not limited (o: 

a) Banbury Area - Dry batch dropped in hopper which 
would require pulling out roller die and necessary 
cleaning. 

b) Tire Rooms - Rolls stock back in preparation for 
extended holiday shutdown. 

(1) On occasions it is necessary to work unscheduled 
overtime on Saturdays. It is agreed to probe for 
this over-time at the earliest point in lime that the 
overtime rcquirc-menls arc known. The following 
guidelines will be used in soliciting unscheduled 
Saturday overtime. 

(a) Overtime requirements are known before Fri­
day: Probe for overtime starting with tow-hour 
in-class overtime hours shown at 11:00 p.m. 
on Wednesday night end of "B" shift. 
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(b) Overtime requirements not known until Fri­
day: Probe for overtime starting with low-hour 
in-class using overtime hours shown at 11:00 
p.m. Thursday night end of "B" shift. 

It is understood that any hours charged will be as­
signed to the Saturday in question. 

Section 7.06 - Overtime Premium Pay 

(A) Triple time shall be paid: 

(1) For time worked in excess of eight (8) hours on a 
holiday as defined in Article VII, Section 7.14. 

(B) For triple time payments, the premium for the hours 
worked shall be paid at two (2) time the A.S.T.H.E. 

(C) Double time worked on a Sunday or a holiday will be com­
pensated at the rate of double time except for the overlap 
lime lo the regular shift termination or the overlap from the 
regular shift start up time. Time worked in excess of eight (8) 
hours of a standard "B" shift on a Saturday will be compen­
sated at the rate of double lime. 

(D) For double lime payments, the premium for the hours 
worked shall be paid at one (I) times the A.S.T.H.E. 

(E) Time and one-half shall be paid for all hours worked in 
excess of forty (40) hour in a payroll week. 

184 



MEMO #25 
September 23, 1994 
Revised: August 1,1997 

MEMORANDUM OF AGREEMENT 
APPLICATION OF HOLIDAYS 

FTVE DAY NON-CONTINUOUS SCHEDULE 

During the term of the 1997 Genera! Agreement Section 7.14 
(Holidays) will be applied as follows for employees sched­
uled on a normal five (5) day non- continuous schedule: 

(a) Good Friday and not Easter Sunday will be recog­
nized as the holiday for employees working in the 
classifications now scheduled on the normal five 
(5) day non continuous schedule provided that: 

(i) if possible and consistent with the needs of the 
plant, employees in such classifications will be per­
mitted to take Good Friday off as a holiday. 

(ii) if it is necessary to have such employees work Good 
Friday to support plant operations they wilt be sched­
uled and work (at straight time) and their Good Fri­
day holiday will be a tloating holiday to be sched­
uled with their supervisor in the same manner as a 
day at a time vacation day. 

(b) If a majoriiy of the active employees at the plant arc 
scheduled on a normal five (5) day non-continuous 
schedule, all employees on such schedule shall receive 
their Good Friday holiday under the terms of (a) above. 
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MEMO #26 
Plant-Wide Cents Per Pound Bonus Plan 
August 1.1997 

During the 1997 negotiations the parties discussed and rec­
ognized the negative impact of increasing competitive pres­
sures and depressed market conditions on the Huntsville 
operations. Both parties agree that manufacturing efficien­
cies and flexibilities are critical if the Huntsville operation is 
to become and remain competitive so as to provide long 
term employment opportunities and agree that if the Com­
pany is to survive in today's intensely competitive tire in­
dustry. the parties must cooperate in an unprecedented fash-
ion in order to achieve the most efficient tire manufacturing 
operations. 

Even though the parlies agree that being more competi­
tive in the marketplace comes only from operating the 
most cost-effective lire making facility with the most skilled 
employees, they also recognize that employees would be 
more likely to direct their focus and efforts on reducing 
costs through improvements in productivity and quality 
if the employees had a financial incentive for achieving 
the desired level of cost reduction. Employees would 
receive this financial incentive if real, but significant, cost 
reduction is achieved. The parties have, therefore, agreed 
to the following Plant-Wide Cents Per Pound Bonus Plan. 

This Plan, which will cover the entire Huntsville opera­
tion. provides an opportunity for employees to share in 
improved productivity as measured by the cost per pound 
of each year's production. 
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Section I. Eligibility: Full time employees with one 
(I) or more years ol" service on December 31 of each 
Plan Year who are a|so on the payroll on April I of the 
following year and employees who actually performed 
work during, but then retired in. the Plan Year are eli­
gible to receive a bonus for the Plan Year, 

Section 2. Pian Years: 1997 start-up and calendar years 1998, 
1999.and 2000 will be Plan Years for purposes of this Plan. 

Section 3. Formula: 

(a) Eligible employees will be entitled toa payment based upon 
the annual cost/pound achieved during the Plan Year. 

(b) Otherwise eligible employees will be eligible for an 
annual bonus payment for each of the Plan Years 
based on the actual cents per pound calculation for 
that Plan Year equal to the hours actually worked by 
the employee during that Plan Year times the appli­
cable Bonus Multiplier in the following table: 

Costs/lb. Bonus Multiplier 

.690 - .699 

.680 - .689 

.670-.679 

.660 - .669 

.650-.659 

.640 - .649 
630 - .639 
.620-.629 
.610-.619 
.600 - .609 

.10 

.20 

.30 

.40 

.50 

.60 

.70 

.80 

.90 
1.00 
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.580 - .589 
.570 - .579 
.560 - .569 
.550-.559 
,540 - .549 
.530-.539 
.520 - .529 
.5 10- .519 
.500 - .509 
.490 - .499 
.480 - .489 

1.30 
1.45 
1.60 
t.75 
1.90 
2.05 
2.20 
2.40 
2.60 
2.80 
3.00 

(cl Custs/lb. will be the average cost/lb,,for tlie.aprjlicablc 
Plan Year calcu]atc.d_as the total labor and overhead 
cost, excluding all depreciation related expense, divided 
by the total lbs, warehoused. Such formula will not be 
changed during the term of the plan-

Section 4. For the start-up year of 1997. eligible employees 
will receive a guaranteed payment of no less that fifteen 
cents ($.15) per hour for all hours actually worked during the 
period of time commencing wilh the ratification date of this 
Agreement through and including December 31. 1997. (This 
guaranteed payment will count against any payment gener­
ated pursuant to this plan.) 

Section 5. Payments: Payments will be made in lump sum 
(reduced by applicable withholdings) no later thai the .sec­
ond week in April of the year following Ihe Plan Year. This 
payment will not be included in any benefit or vacation cal­
culation nor included in any ASTHE or any other average 
earnings calculation lor any purpose. 
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MEMO #27 
SUCCESSORSHIP 
August 1.1997 

The Company agrees that it will not sell, convey, assign or 
otherwise transfer any plant operation or significant part 
thereof covered by this Collective Bargaining Agreement 
between the Company and the United Steelworkers of 
America that has not been permanently shut down for at 
least six months, to any other party (Buyer) who intends to 
continue to operate the business the Company had unless 
the following conditions have been satisfied prior to the 
closing date of the sale: 

fa) the Buyer shall have entered into an agreement with the 
Union recognizing it as the bargaining representative 
for the employees within the existing bargaining unit. 

f b) the Buyer shall have entered into an agreement with ihe 
Union establishing the terms and conditions of employ­
ment to be effective as of the closing date. 

The provision is not intended to apply lo any transactions 
solely between the Company and any of its subsidiaries or 
affiliates, or its parent company including any of its subsid­
iaries or affiliates, nor is it intended to apply to transactions 
involving the sale of stock except if a plant or significant 
part thereof, which is covered by this Collective Bargaining 
Agreement is sold to a third party pursuant to a transaction 
involving the sale of stock or a transaction or series of trans­
actions that results in a change of control of the Company. 
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A permanent shutdown for.six, months shall mean that for . 
six months following the final closure date. 

(1) bargaining unit work has been discontinued other than 
tasks associated with the shutdown of operations in­
cluding but not limited to maintenance of the facility 
and property, and disposition of equipment, inventory 
or work in progress; and 

(2) the company is processing and/or paying any applicable shut­
down benefits under the labor and benefits agreements. 
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The Following Letters of Intent were agreed upon or 
renewed in the 1997 Contract Negotiations. 

Letter #1 
July 1,1976 
REVISED: August 1,1997 

During the 1997 Contract Negotiations the subject of Out­
side Contractors was discussed: 

The following is the intent of the Company in this regard: 

1. It is not the intent to contract work out to keep from hiring 
people or to backlog work so it can be contracted out. 

2. It is the intenl to make an effort to utilize Maintenance 
employees to perform the work where it can be done by 
offering a reasonable amount of overtime to complete 
the work by required date. It is expected that Mainte­
nance employees who accept overtime as outlined above 
will follow through on their commitment and work the 
hours committed to complete the project. 

3. Except as is provided in Article XI. Section 11.07. the Company 
will continue utilizing maintenance employees to rjciform work 
historically performed by such employees (e.g. projects aris­
ing out of machine breakdown, preventive maintenance) when 
the following procedure has been satisfied: 

a) Employees who sign up for, and are selected to work 
on such projects are committing that thev will be 
available to work on those projects on an us needed 
basis. This means that: 
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• Overtime work on that project will take pre­
cedence over any other overtime work to 
which the employee may be entitled, 

• The employee will work overtime on that 
project when necessary: in assigning over­
time on those projects every effort will be 
made to insure job continuity by assigning 
overtime to the man on the Job, 

• Employees who do not sign up for a project 
will have no right to work on the project on 
a straight time or overtime basis. 

b) If an employee does not show up for a scheduled 
assignment, straight time or overtime, the Company 
may replace or fill in for the unavailable employee 
from among the following options: 

• Temporary Assignment 
• Call-in of an off duty employee 
• Use of an outside contractor 

c) If the Company does not obtain a sufficient number of 
employees to sign up for and commit to a project to per­
form the scheduled work in all of the classifications in­
volved. the Company reserves the right to contract out 
for that project. 

4.,The outside contractor will be required to furnish his own 
tools with the exception of special tools. 

5. It is not the intent to use an outside contractor where Mainte­
nance employees are on lay off, provided they have the neces­
sary skills and could complete the project in the required time. 
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6i Outside contractors will typically be utilized when the 
work is of major capita] projects including new construc­
tion, major installation, major modernization of'equip­
ment that is not defined as maintenance work normally 
performed by the company maintenance employees 

7. The parties have agreed that the following work may be 
outsourced without creating an obligation to offer overtime to 
Maintenance employees. This list is not intended to limit or 
otherwise restrict work excluded by Section 11.07. 

- Fabrication of storeroom stock 
- HVAC filter replacement 
- Warranty work less than 12 months duration 
- Outside fence repair or installation 
- Installation and repair of O/H doors 
- Carpentry work 
- Street and parking lot lighting 

letter #2 
July 1, 1976 
REISSUED: August 1,1997 

During the 1985 Contract Negotiations the subject of Work 
Confined to the Bargaining Unit, particularly in the area of 
training new employees and transferees were discussed. 

It is the Company's intention to have this training performed 
by Bargaining Unit employees, however there may be cases 
where this training may have to be done by a non-bargain­
ing employee. 

In these cases the reasons will be discussed with the proper 
Union representative, before the training is performed. 
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Letter #3 
August 18,1979 
REISSUED: August 1,1997 

During the course of 1979 negotiations, the subject of Em­
ployee Warning Notices was discussed. 

In the administration of Article III, Section 3.02, it is not the 
intent of the Company to issue Warning Notices to employ­
ees during their job training period for substandard produc­
tion and normal learning quality errors. This docs not pre­
clude the issuance of Warning Notices for other poor em­
ployee performance or willful poor quality and produclion 
performance. 

Letter #4 
August 18, 1979 
REISSUED: August 1,1997 

During the course of 1979 negotiations the topic of resched­
uling employees doctor's visits to time other than working 
hours was discussed. 

The Company agrees to establish and practice the follow­
ing policy in regard to this subject. 

The Company will contact the employee and inform him of 
their intention to reschedule the doctor's appointment prior 
to the action. All rescheduling will be done at the earliest 
possible time to allow the employee to plan for the appoint­
ment, No appointments will be rescheduled with less than 
twenty-four (24) hour notice to the employee. 
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Letter #5 
August 13, 1979 
REISSUED: August 1,1997 

During the 1985 negotiations the subject of scheduling 
the shutdowns and startups in Division #i was discussed. 

It is the intent of the Company in regard to the application 
of Article VI, Section 6.01 (A) to canvas qualified "B" shift 
employees within this division in an effort to distinguish 
those employees who would be willing to voluntarily work 
this shutdown period, and qualified "C" shift employees 
who would he willing to work the startup. Employees who 
are willing to be considered will he listed according to 
their qualifications and will he probed on a weekly basis 
in an effort to secure volunteers in areas that are normally 
scheduled for shutdown. 

It is understood that failing to get volunteers in a particu­
lar classification, the Company will revert hack to the 
Department schedule and those employees listed will ful­
fill this obligation. 

Employees in Department 784 which are assigned to De­
partment 736 will also he included in this letter to be af­
forded the same opportunity as outlined above. 

Letter #6 
August 18,1979 
REJSSUED: August 1,1997 

During the 1979 contract negotiations (he subject of notes 
or warnings to be placed in employees files was discussed. 
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The Company agrees it will instruct all supervisors that 
any documentation to be placed into employees files will 
be discussed with the employee. In addition, employees 
will be reminded they may obtain a copy of the documen­
tation if they so desire. A copy of the documentation will 
be sent to Division Chairman. 

In addition, the Company will instruct supervisors in admin­
istration of Section 3.02 (F). When an employee is to be 
reprimanded for a matter likciy to result in his suspension or 
discharge, he will be reminded of his right to bring his Union 
representative into the discussion at that time. If the em­
ployee should elect not to have Union representation in 
attendance, the supervisor will notify the Shift Committee­
man of the employee's decision to exclude representation 
sometime during thai work shift or at the first opportunity 
on the next scheduled shift if the meeting is held after the 
shift has ended. 

Letter #7 
January 29, 19SI 
REISSUED: August 1,1997 

We have reviewed all background on Utility Job Vacancy 
Postings in reference to notifying employees of exact shift 
the true vacancy has occurred on. It is our opinion that 
Arbitration Case Number 71 -32 has given a general opinion 
of how this matter should be handled. 

Per your request, we will in the future post these jobs with 
the appropriate shift designated. 
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Letter #8 
July 06, 1985 
REISSUED: August 1,1997 

During the course of the 1985 negotiations the topic of em­
ployees changing shifts was discussed. 

The Company will not require employees to change shift 
after the beginning of the work week. This commitment 
applies to the following circumstances: 

1. Light-duty work assignments 

2. Job placement through layoff, disqualification and medi­
cal disqualification 

3. Utility covering vacations or long-term vacancies 

4. Realignment of Manpower on a classification 

Letter #9 
May 16,1988 
Revised: August 1,1997 

FIRE BRIGADE 

During the course of the 1988 Negotiations the subject of 
our Plant Emergency Organization (PECO was discussed. 

The Company committed to establishing a training program 
for the purpose of instructing certain employees deemed 
qualified to efficiently absorb training in the art of structural 
fire fighting, rescue, spill response and medical emergency 
response on the Company's premises. The Company will 
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1999 Summer 
The Plant will shutdown @ 7:00 A.M. on June 30. 1999. 
The Plant will start up @ 7:00 A.M. on July 5. 1999. 

1999 Christmas 
The Plant will shutdown @ 7:00 A.M. on December23. 1999. 
The Plant will start up @ 7:00 A.M. on January 2.2000. 

2000 Summer 
The Plant will shutdown @ 7:00 A.M. on July 3.2000. The 
Plant will start up @ 7:00 A.M. on July 7.2000. 

Letter #11 
May 16,1988 
REISSUED: August 1,1997 

It is the intent of the Company to fully train our employees 
on existing job classifications. Further, as equipment is 
modernized or replaced with new equipment, it is recog­
nized that it is beneficial to all parties to train the appropriate 
employees to operate or maintain this equipment. In regard 
to the maintenance of this equipment, an adequate training 
program for the craft or crafts involved shall be implemented. 

Letter #12 
July 20, 1991 
REISSUED: August 1,1997 

During the course of the 1991 negotiations we discussed 
the subject of documentation retention in employee's de­
partmental files. The company has committed to the follow­
ing policy on this documentation: 
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1999 Summer 
The Plant will shutdown @ 7:00 A.M. on June 30. 1999. 
The Plant wiil start up @ 7:00 A.M. on July 5. 1999. 

1999 Christmas 
The Plant will shutdown @ 7:00 A.M. on December 23.1999. 
The Plant will start up @ 7:00 A.M. on January 2.2000. 

2000 Summer 
The Plant will shutdown @ 7:00 A.M. on July 3. 2000. The 
Plant will start up @ 7:00 A.M. on July 7.2000. 

Letter #11 
May 16,1988 
REISSUED: August 1,1997 

It is the intent of the Company to fully train our employees 
on existing job classifications. Further, as equipment is 
modernized or replaced with new equipment, it is recog­
nized that it is beneficial to all parlies to train the appropriate 
employees to operate or maintain this equipment. In regard 
to the maintenance of this equipment, an adequate training 
program for the craft or crafts involved shall be implemented. 

Letter #12 
July 20, 1991 
REISSUED: August 1,1997 

During the course of the 1991 negotiations we discussed 
the subject of documentation retention in employee's de­
partmental files. The company has committed to the follow­
ing policy on this documentation: 

199 



1. At six month intervals, the department will remove ex­
pired counseling and warning notes from employee's 
departmental files and forward these records to Person­
nel for retention. 

2. Personal documentation by Supervisors and Managers 
such as meeting notes and observations will not be re­
tained in employee's departmental files. 

Letter #13 
July 2(1, 1991 
REISSUED: August 1,1997 

As was discussed in 1991 Contract Negotiations, the Com­
pany will post jobs in a manner which will allow the twelve 
(12) hour Seven Day Crews the opportunity lo review and 
sign the postings. This may be done by designating post­
ing days of the week. 

Letter #14 
July 20, 1991 
REISSUED: August 1,1997 

As discussed in 1991 Contract Negotiations, the Union Time 
Study Representative, after first notifying the Company, will 
be allowed to check machine cycles without the presence of 
Industrial Engineering Personnel. 
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Letter #15 
July 20, 1991 
REISSUED: August 1,1997 

During the course of our 1991 negotiations we discussed the 
subject of utilizing licensed counselors to complement Doctors in 
our EAP Program. The parties agreed to pursue this matter further 
following our negotiations and determine if there were benefits to 
be derived through recognizing these practitioners in our EAP 
Program at which time the company may choose to recognize 
them for the EAP Program. 

Letter #16 (21) 
July 20, 1991 
REISSUED: August 1,1997 

The Company will furnish to each employee one copy of 
each agreement including the 401K language. 

A Union printing company will be used. 

Letter #17 
July 20, 1991 
REISSUED: August 1,1997 

RE: Rate of Pay for Company Approved Training Time, 
Union Official Time, and Temporary Transfers 

Effective Monday, August 27, 1990, the following rates of 
pay are authorized for the described conditions: 

A. Training - Time spent at the request of the Company in the 
instruction of another operator will be paid current hourly 
rate, AEIR or ASTHE, whichever is higher, plus $.50/hour. 
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B. Temporary Transfer - When an operator transfers 
temporarily at the request of the Company from 
his regular job to perform other work the opera­
tor will be paid current hourly rate, AEIR or 
ASTHE. or the rate of the job transferred to, 
whichever is higher. 

Temporary transfer is outlined in Article VII, Section 7.03 
(N)(3)(a) of the Contract. Further, it is understood that the 
operator requested to transfer is fully capable of operating 
his equipment (i.e. has slock, no inventory problem, no ma­
chine problem, etc.), but is asked to fill a known vacancy 
such as absentee, no bid job, or lunch/breaks, rather than 
peifonn his/herclassification. This payment does not apply 
to 7.03 (N)(c). (294 time) 

C. Union Official Time - When authorized by Management 
to be off the job to conduct Union business the offi­
cial will be paid current hourly rate, AEIR, or ASTHE, 
whichever is higher. 

LETTER #18 
August 1. 1997 

The Representatives of USWA Local 915 and Management 
of Dunlop Huntsville have reached understanding and com­
mitment on the People Representing Involvement. Dedica­
tion. and Education initiative in HuiUsville (hereafter referred 
to as PRIDE). Our mutual support and commitment to PR IDE 
is based on the following understandings: 

1. PRIDE is a means of joining Salaried ;md Hourly Asso­
ciates in a Problem Solving System for cost competi­
tiveness as well as an energy to amplify integrity, trust. 
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quality, and security so that all may prosper and enjoy 
enhanced quality of life. The primary focus of PRIDE 
is on the job, product, union, and community, 

2. PRIDE is not a method lor addressing matters governed 
bvotir Collective Bargaining Agreement or QUI Griev­
ance/Arbitration System, nor is PRIDE a means of es­
tablishing or modifying policy which is governed by 
ourColleclivc Bargaining Agreement. Similarly. PRIDE 
is not a means bv which cither party may circumvent 
ourColleclivc Bargaining Agreement or our rights and 
obligations to bargain as Management and Union, 

3. A Joint PRIDE Steering Committee of three members 
representing the Management and three members rep­
resenting the Union is established lor the purpose of 
overseeing, directing, and monitoring the factory-wide 
PRIDE initiative. 

4. PRIDE is Facilitated by the Plant Manager and by an 
elected full time Union Representative known as the 
PRIDE Facilitator. The Plant Manager serves as one of 
the Management's three members on the Joint PRIDE 
Steering Committee. The PRIDE Facilitator serves as 
one of the Union's three members on the Joint PRIDE 
Steering Committee. 

5. Sub Steering Committees in Business Centers and De­
partments may be established as deemed necessary bv 
the Steering Committee. Each Sub Steering Committee 
will consist of. but not limited to. the Business Center 
Manager (or Department Manager), the Union Division 
Chairman, and the PRIDE Facilitator. The Business Cen­
ter Manager (or Department Manager) and the Union 
Division Chairman will jointly chairthe Committee, The 
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purpose of Sub Steering Committees is to support and 
direct Problem Solving Team Activity in the related 
areas. Sub Steering Committees are directed by the 
Steering Committee. 

6. Coaches, as deemed necessary by the Sub Steering Com­
mittee. are supported bv the PRIDE Facilitator. The 
Plant Manager, or his designee and PRIDE Facilitator 
will recommend, as necessary, the names of potential 
coaches to the joint Steering Committee for its approval. 
The duties of the Coaches are to lead Teams through a 
Problem Solving Process and to audit improvements 
derived from PRIDE Team Solutions. Coaches are di­
rected by the Sub Steering Committee. 

7. Problem Solving Teams, as deemed necessary by the 
Sub Steering Committee, are established to resolve prob­
lems limited to the work area of the Team. Team Mem­
bers are approved by the Sub Steering Committee upon 
the Coach's recommendation. Teams are chaired bv the 
Coach. Team activity is restricted to the pursuit of So­
lutions to Problems that fall outside the arena of our 
Collective Bargaining Agreement. Teams are directed 
by the Sub Steering Committee. 

8. All PRIDE activity is documented and tracked. The 
Steering Committee monitors said activity to ensure 
they are keeping with items 1 and 2 of this letter of 
understanding. 

9. Management or Union Representatives may arrange 
through the PRIDE Facilitator to sit in on group meet­
ings to observe ihe activity or progress of the Team or 
Committee. 
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LETTER #19 
August 1.1997 
Re: Tire Shop - Efficient Operation 

This will confirm our understanding that within the factory 
misunderstandings, confusion and disputes may arise when 
assigning employees to alternative machines for the pur­
pose of efficient manufacturing alignment or changing com­
ponent or product sizes on an existing operation. 

To resolve these disagreements and improve the process 
flow, the Company and the Union agree to educate all Sec­
tion Managers and Operators in these areas on the neces­
sity for these assignments and changes. Education address-
ing this matter will be a joint effort to establish the most 
productive and efficient methods that assure cost effective 
How of product through the facility. 

If these efforts fail, the employee will have his seniority 
protected in accordance with 9.01 (H). 

LETTER#20 
August 1.1997 
Company/Union Benefits 

During negotiations, the Union expressed an administrative 
concern regarding a number of our negotiated wage and 
benefit programs. Specifically, the Union noted that in most 
instances bargaining unit members are not informed that 
such benefits were the result of negotiations between the 
Company and the Union. In an effort to recognize this rela­
tionship, on an annual basis the Company will issue the 
following notice: 
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Dear Dunlop Associate/Retiree: 

On a periodic basis, typically even' three years the Company. 
Dunlop Tire Corporation and the Union, (he United Slcel workers 
of America. Local 915 bargain agreements which provide for pay­
ments on a range of entitlements from every associate's wage to 
health care. The purpose of this notice is to acknowledge the role 
of the panics in providing these entitlements and to understand 
that entitlements such as (hose paid to represented associates 
and our retirees are dependent upon a strong Dunlop and Hunts-
ville Manufacturing facility. 

LETTER OF INTENT #21 
August 1. 1997 
Maintenance Training 

During the 1997 negotiations, and consistent with the Com­
mitment to Competitiveness contained in Memo #23. the 
Company and the Union restated their joint commitment to 
an efficient, productive and highly skilled maintenance work 
force at the Huntsvillc plant. In doing so. the parties agreed 
to the creation of a Maintenance Training Subcommittee. 
which shall act under the guidance and direction of the Plant 
Training Steering Committee. 

This subcommittee shall consist of management representatives 
familiar with maintenance operations and other members of the 
steering committee, along with the Maintenance Division Chair­
man and Maintenance Training Coordinator. The subcommittee 
shall meet on a monthly basis or. more often if necessary. 

A. Funds for the subcommittee's activities and resulting 
programs or initiatives must be approved by the Plant 
Training Steering Committee. Approved items will be 
paid for out of the Plant Training Fund. 
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B. The Subcommittee will: 
1) evaluate the skill levels of all current and newly hired 

maintenance employees in accordance with the 
Company's requirements and certification criteria: 

2) evaluate existing training programs to determine if such 
programs will address the deficiencies identified in para­
graph 1 above: 

3) make recommendations to the Steering Committee for 
developing training programs to address necessary 
skill deficiencies: 

4) make recommendations to the Steering Committee 
for an annual maintenance training plan: 

5) make recommendations to the Steering Committee 
for additional training of maintenance employees 
which will improve productivity and efficiency. 

LETTER #22 
August 1. 1997 
New Hire Orientation 

Purina the course of negotiations the Union expressed a concern 
that it has had minimal involvement in orienting new hires into 
DunlopTire Corporation's. Huntsville Manufacturing facility. As 
a result it was agreed that the Union President and Vice President 
shall participate in the orientation of all represented associates. 
The orientation shall cover Introduction of Management and Union 
Representatives, the Manufacturing and Company organization. 
products produced. Dunlop's competition. Safety. Employee Ben­
efits. and the Collective Bargaining Agreement, 
It is agreed that costs associated with this orieniation will he paid 
bv the Company. 
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SEVEN DAY OPERATION 
WORKSCHEDULE 

Exhibit "A" 

CREW M T VV T F S S M T W T F S S M T W T F S S M T W T P S S 

A I I I I 111 I I I I 111 

B I I I I I I I I I I I I I I 

C 2 2 2 2 222 2 2 2 2 222 

D 2 2 222 2 2 2 2 222 2 2 

CHARACTERISTICS OF PLAN: 
• Twelve Hour Work Shifts 
• Crew A & B Fixed Day Shift and Alternate: Begins Work on Day indicated a! 7:(X) A.M. 
• Crew C & D Fixed Night Shift and Alternate: Begins Work on Day Indicated at 7:00 P.M. 
• No Shift Rotation 
• Each Crew has Two Three Day Weekends IFri.. Sat ft Sun > in each 4 Week Cycle Period 
• Twenty-eight Day Cycle Plan 

; Work Week Begins 7:00 A M Mondays 



PLANT RULES 

The purpose of these rules and regulations is to define and 
protect the rights of all employees and not lo restrict the 
rights of any employees. Violations of any of the following 
rules or regulations will be sufficient grounds for disciplin­
ary action ranging from reprimand to discharge, depending 
upon the seriousness of the offense. 

1. It is each employee's responsibility to contact his su­
pervisor before returning to work after an absence due 
to sickness, injury, vacation, etc.. in order to check his 
scheduled starting date and time. 

2. Any employee absent two (2) or more days due to illness 
or injury must report to the First Aid department before 
returning to work. 

3. Any employee absent one (I) week or more but less than 
four (4) weeks due to illness or injury must present a 
return to work certificate from his own doctor to the 
First Aid department before returning to work. 

4. Any employee absent for four (4) weeks or more due to 
illness or injury must present a return to work certifi­
cate from his own doctor lo the Firsi Aid depart­
ment. In addition, the Company doctor must approve 
the employee as physically qualified to return to work. 

5. All forms of gambling are prohibited on Company premises. 

6. Employees are expected to maintain an acceptable atten­
dance record. An unreasonable number of absences 
will not be tolerated. 
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7. Habitual report late for work. 

8. Creating or contributing to unsanitary conditions. 

9. Job assignment. Do the work assigned to you and follow 
instructions. Any complaint may be taken up later 
through the grievance procedure. 

10. Willful, careless or repeated destruction of property, 
materials or equipment. 

11. Smoking except in specifically designated places. 

12. Unauthorized posting of material on bulletin boards. 

13. Fighting on the Company premises at any time. 

14. Theft of property of employees or the Company 

15. Possession or drinking of liquor or any alcoholic bev­
erage on Company properly. This includes the park­
ing-lot. 

16. Reporting to work under the influence of alcohol. 

17. The unauthorized possession or sale of a dangerous 
drug is against the law. Possessing, dispensing, or 
using a narcotic, barbiturate, mood ameliorating, tran-
quilizing or hallucinogenic drug by an employee e i -
ther on or off the Company premises, except in accor­
dance with medical authorization, is prohibited and shall 
make the employee subject to immediate discharge. 

18. Willful, deliberate, or continued violation of, or disre­
gard of safety rules or common safety practices. 
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19. Carrying or possessing firearms, ammunition, or any 
other kinds of weapons on Company property without 
specific Company authorization, is prohibited. 

20. Assignment of wages or garnishment. 

21. Failure to adhere to starting and quitting time regulations. 

22. The use of chewing tobacco or snuff in the plant is not 
permitted. 

23. All employees must open their lunch boxes or packages 
for inspection as requested by Plant Protection per­
sonnel when entering or leaving the plant. 

24. All employees are to report in proper work clothing. 

25. Horseplay and practical jokes could be dangerous and 
are not permitted. 

26. Employees are not permitted to use compressed airto blow off 
their clothing; this could be extremely dangerous. 

• 27. Employees are to use designated traffic aisles when en­
tering and leaving the plant. 

28. Employees are expected to remain in the plant during sched­
uled shift hours and not to visit outside their work areas. 

29. Any person who makes or causes to make any know­
ingly false or fraudulent material statement or material 
representation for the purpose of obtaining workers' 
compensation or other benefits for himself or any other 
person will be subject to termination. 
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